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CERTIFICATE OF SERVICE

I HEREBY CERTIFY that on October 28, 2015, a copy of the foregoing
VOLUME II, APPENDIX OF PETITIONER/CROSS-RESPONDENT G4S
REGULATED SECURITY SOLUTIONS, A DIVISION OF G4S SECURITY
SOLUTIONS (USA) INC., F/K/A THE WACKENHUT CORPORATION has
been served via the Court’s electronic case filing system which will automatically
serve the following counsel of record:

Linda Dreeben, Esq.
Deputy Associate General Counsel
Usha Deenan, Esq.
Gregoire Sauter, Esq.
National Labor Relations Board
Appellate Court Branch
1015 Half St., SE
Washington, DC 20570
linda.dreeben@nlrb.gov

I hereby certify that on October 28, 2015, I caused to be served a true and
correct copy of the within and foregoing VOLUME II, APPENDIX OF
PETITIONER/CROSS-RESPONDENT G4S REGULATED SECURITY
SOLUTIONS, A DIVISION OF G4S SECURITY SOLUTIONS (USA) INC,,
F/K/A THE WACKENHUT CORPORATION via electronic mail and U.S.
Mail upon the following:

Margaret J. Diaz, Regional Director
Shelley B. Plass
National Labor Relations Board
Region 12
South Trust Plaza

201 East Kennedy Blvd. — Suite 530
Tampa, FL. 33602-5824
margaret.diaz@nlrb.gov

Mr. Thomas Frazier
(Address withheld)
Homestead, FL 33033-3238
fraziertom(@gmail.com
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Mr. Cecil Mack
(Address withheld)
Miami, FL 33142-2513
cecilmack3 @gmail.com

By: /s/Jonathan J. Spitz
Jonathan J. Spitz
Georgia Bar No. 672360

Attorney for Petitioner-Cross
Respondent G4S Regulated
Security Solutions, A Division of
G4S Security Solutions (USA)
INC., F/K/A The Wackenhut
Corporation
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EMPLOYER’S EXHIBIT 1
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jackenhut

Supervisor shall fulfill the following requirements in the performance of your duties.

Supervisory Requirements

Smpervisors shall:

Uphold TWC policies

Tl ald e

UPJJ.UJ.U 1. .l JJ yUJ.LU.L\lD CI.LLU PI:UWLLHA Vo

Use coaching techniques (regardless of what team the officer is on), counseling

and progressive discipline to correct unprofessional conduct and poor job

performances. This is to be done fairly and consistently. Seek management
assistance for input when needed.

Continnally Jook at ways to improve the way we do business.

Complete assigned tasks on time.

Make those accountable to you aware of what you expect from them.

Be team oriented and a team player.

Have zero tolerance for unsafe praetices and acts.

Have a philosophy of continuous improvement.

1 0 Lead by example.

11. Demonstrate a questioning attitude and encourage it throughout the security force.

12. Provide for a communications rich environment,

13. Keep issues discussed between supervisors confidential.

14, Use good judgment when making decisions. Decisions should be made utilizing
all resonrces available to the supervisor and carefully considering all information
available. ‘

15. Follow through on your word when it is given.

16. Come to management when you do not agree with a decision that has been made.
This will be done behind closed doors:

17. Give feedback to officers when questions are asked of you regardless of what
team the officer is on. If you do not know the answer, it will be your
responsibility to find the answer and follow up with the officer with the correct |
answer.

18. Look out for one another.

I9. Prompt notifications to TWC/FPL management for any issues that are adverse
to quality. This will include any human performance issues, injuries, FFD issues,
loggable events, etc.

20. Accept nothing short of excellence when performing our job and expect the same

from all our co-workers.

W M

0PN

I have had the opportunity to discuss the above listed requirements with my Project
Manager or my immediate supervisor, and I am fully aware and understand what is

expected of
Signed @M Date_8-32 (o

Employer Ex, 1
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EMPLOYER’S EXHIBIT 2
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RSS | o o
LEADERSHIP PLEDGE Wackenhut

Page 1of 2

1 AGREE and PLEDGE to maintain shift performance against the RSS “ideal
Facility” Measurements in which the performance targets are “0" Safety and
Human Performance events, and 100% participation and open response 1o alf
SCWE and Employee Satisfaction Surveys.

I AGREE and PLEDGE to champion open communication and continued
impravement, to include active support and cultivation of a work culture in
which there is a questioning attitude at all levels of the organization.

In Addition, as an RSS leader, | further PLEDGE that;

- TWILL know information (professional or technical) needed to
perform my job.

- TWILL Not tolerate conditions of inattentiveness within the ranks of
the direct reports under my command.

- I WILL Be receptive to the concems and questions by all those
direct reports under my command and will respond to those
concerns and questions in a timely manner,

- 1 WILL Not tolerate any conditions of retaliation or peer harassment
within the ranks of my direct reports under my command.

~ | WILL Be ever observant to possible changing work place
behaviors of direct reports under my command and will make timely
and appropriate referrals when required.,

- I WILL Readily respond to a daily changing work environment and
to changing work priorities.

- IWILL Comply with and objectively enforce policies, procedures
and Core Values of the Client and RSS.

- [ WILL Use interpersonal skills to better understand perspectives of
others and demonstrate flexibility in interaction styles of others,

- I WILL Convey optimism and inspiration even in downturns.

Employer Ex, 2
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RSS

LEADERSHIP PLEDGE  \Wackenhut

Page 2 of 2

| 5 .‘ &

| WILL Help others to see change as an opportunity rather than a
threat.

| WILL Listen effectively and respond appropriately to my managers
and supervisors as well as the direct reports under my command.

| WILL Share workplace information with others in a timely, clear,
and professional manner.

I WILL Use a positive, non-threatening communication style with all
my direct reporis and custorners.

I WILL develop, coach, mentor and train those direct reporis
assigned to my command.

| WILL Work to ensure contingency plans are in place to overcome
issues or events that may be a barrier to achieving security and
safety goals.

[ AGREE to meet and exceed the high standards set for our security shift
performance. | PLEDGE! o lead my shift officers towards the highest achievable
performance possible, | understand that my individual and shift performance will
be objectively measured against the specifications within this pledge and the
ldeal Facility measurements. | PLEDGE {o enhcourage and support the
transformation from the previous minimal security business model {o the
Regulated Security Solutions model of high performance and professionalism

Signature:

'm Rank/Position: &H’th‘/ﬂ)ﬂ

Date: 01;/.?.( /05,/
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EMPLOYER’S EXHIBIT 3
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RSS
MANAGEMENT
CHALLENGE Wackenhut

Supervisors meeting Date

As the management team, we have an ohligation fo operate above the standard
expectations of our colleagues. Though job performance is the responsibility of
everyone on the team, the shift supervision carries an accountability to ensure
performance meets/exceeds expectations and to capture and promptly respond
to any issues and/or concems.

Our mission is critical {0 ensure not only the safety of the nuclear facility and its
persennel buf also the American People at large.

Management challenge fo you:

» VWhat were your reasons for accepting your position _Z_ oavred 7D MAKE

(LD

CFFICERS,
« The Company is committed fo supporting you with relevant training for you to
‘have a successful career, are you committed to the Company?

Vee, -

« Do you believe it is your duty to sell this company’s brand by projecting a high
integrity professional demeanor in alt that you do?

Y,

» Why do you want to supervise personnel? _7" Zeet  Twer L CAU

ROOST MOBi &« Gtz DEDRRE. TO DA MHATE  RIGHT  BECAUSE

THEY AT TO AD 1007 BECAUSE THEY HAVE TER
@ ,f!\re you fully aware of what it means to supervise armed personnel, in an
industry where firearms are by law excluded? }/g— L

= Do you agree that management's standards for supervisors in this
envjronment must be exceptionally high? ‘
ES

e Do you agree tfuat, as a supervisor, the standards to which you hold your
subordinate shift supervisors must also be exceptionally high? }/55

Employer Ex. 3
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MANAGEMENT Yy ud
CHALLENGE Wackenhut

Do you agree that holding shift employees to a high performance standard
supports our mission of plant and public safety? }/F_S

As a supervisor, do you consider yourself a leader? VES

State what a "Leader" means to you. _As 4 LERDER  Momh DIRECT

VoL SURORDINATES [0 THE T34 RECT/O) REQu RED Ry

COMPANY AL ICS 2007 DROCEEDULES TB_I0 FHE JOR

REQUIREN . 14)_ A F0SITIVE , PRUD UCTIVE MaOueR . 4

LEADER 15 1T AFTRAID LORPK SiDE RY. SDE Wi
H1S SUBORDIRATES T L) RESPETT 40D BooMore TEAY LIORK.

Are you willing to take exira measures and improve your professional skills -
invest in this job, this mission and yourself?

Vies
Do the persons on your shift fear bringing issues forward to you?

Kb

\What, as a lsader, must you do to establish / re-establish the respect of your
subor_dmates, and ensure they feel comforiable bringing forward concems,
knowing you will address their issues? A /}9'
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MANAGEMENT U
CHALLENGE Wackenhut

Do you know what a Safety Conscious Work Environment (SCWE) means?
Explain

SCLIE je 4 1Tk ERVIBOMET )itee PapPle

ARE. 0T AFERAR T REIMG COQERAIS 7O Metl

FOR __FEAL (F BT ATION oR DISCRIAM s L) BTN -

Do you have what it takes to lead your officers on this mission within a SCWE
environment? Expiain

Nes I Do I HAvE ALWAYS BEEA) IRnACTIVE

LX) DERLING  LTH  1SsuEsS REGARDLESS OF R) (LI IET

T Las7EN 70 My nEFICeRs CONCERNS  ANN RN

THEM  TD TR ATFTEATION) OF M ALAGEMEIITS
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RSS |
MANAGEMENT G
CHALLENGE W

As a member of management, you must ensure you afford your

subordinates an opportunity fo raise concerns without fear of retribution

and with full confidence that they will be responded to in a timely manner.

. WWith that said, Sr. Management has an expectation that you agree with and
be committed to the statement below, and leave every subordinate

- supervisor or officer with a lasting impression that you truly believe in it.

"Do you have any concems or issues that you would like fo bring to my aftention

at this time? You understand that you can bring any concem or issue fo me af

any time, and that is my responsibility and desire fo get back fo you within a
-reasonable fipre==

Sigred : _ Rs— “707%%?2!6:7( Da’tei. 9/ 9‘/ 0%
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" EMPLOYER’S EXHIBIT 4
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2008 .
Performance Objectives & Development Plan
German Santamaria
Rating Period January 01, 2009 — Becember 31, 2008

L. Pasttion

Security Officer Date Administered: 01/01/10
It Personal Information . [ ocafion: Turkey Point
Performance Rating Period: 01/01/2009 — 12/31/2009 . Manager: Frazier, Thomas
Name: Santamaria, German

Hi. Performance Standards

Performance Standards describe a job screptably done. They establish the bassline or acceptable level of performance and are the
hasis for establishing objectives, All employees are required o perform satisfactorily in the standards befow regardiess of hisfher
jevel, I there is an opportunity identified, there MUST be a SMART (Specific, Measurable, Appropriate, Reasanable, Timebound)
objective added to the Objectives section. '

The following grading criteria will be ulifized:
Rating of 1= Does not meet expectations {The employee has faited to part or all of the expectations as measured)’
Rafing of 2= Meets Expectations (The ernpioyes has completed and performed this objective well and has met the intent as
described to them during the administering of these objectives) :
Rating of 3= Exceeds Expestations (The employee has went above and beyend what the intent of the objeciive was and through
those actions has significantly Impacted business) '
V. Behavior Expecigtions = 258%
Focttsing on the Customer

s  Projects positive and “can do” image.

« Sesks to exceed service expectations.

¢« Communicates well, with courtesy and effectiveness.
Measurement: Managers Observation IRaﬁng: 3

Results Aftainment _ ‘ b
o Achieves expected results follows procedure expectations, does not act when in doubt, demonstrates questioning
aftitude,
o  Completes tasks meeting training and or post instruction expectations.
Readily responds to a changing work environment and to changing work priorities.
Measurement: Managers Observation |Rating: 2
Procedure Adherence
« Complies with site and company Policies and Procedures.
1 o Prompt, appropriate response to directives. . :
o Maintains appearance and grooming standards in accordance with Employee Standards Policy.
» Remains alett of changing conditions, which impact the security system effectiveness and establishes compensatory measures
in response to degradations. Reports to SS8 immediately. i

e Understands and utlizes Security Fundamentals, Human Performance Error Reduction techniques in the performance of duty.
o Executes all assignments and duty performance activities in compliance with site and company policy and procedure.

s  Executes dally activities with a questioning attitude and challenges deviations from procedurs or degradations in
security effectiveness..

Measurement: Managers Observafion ]Raﬁng: 2
Communication
e Listens effectively and responds appropriately.
e  Shares information with others in a timely, clear, and professional manner.
e  Writes and speaks effectively.
«  Uses positive, non-threatening communication style.

Measurement: Managers Observation lRaﬁng: 2
Demonstrates and Drives G4S Values

‘Customer Focus — Have close, open relationships with our customers that generate trust and work'in partnership for the
mutual benefit of our organizations. '

Expertise — Develop and demonstrate our expertise through our innovative and leading edge approach fo creating and
. 1 } ’

Fmnlnvar Fvy 4
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delivering the right solution.

Performance - Challenge yo urself and your employees to improve performance year-on-year and to create long-term
sustainability. '

Best People — always take care to employ the best people, develop their competence, prowde opportunity and inspire
them to live our values.

Integrity — Always be trusted to do the right thing.

Coliaboration & Teamwark - Collaborate with other G4S entfities for the benefit of G4S as a whole.

Measurement: Managers Observafion 1Raﬁngz 2

Overall Rafing for this Sscliom 2.2

Comments: Oificer Santamarla is alert and has a questioning atfitude. He is well liked and works well with the client and
the customer.

., Addiional Standards = 50%

1.

Objective: Promote TEAMWORK

Status: On-going

Begins: January 01, 2000

Ends: December 31, 2008

Specific Objectives:

Maintains a cooperative, productive, teamwork envnronment

Do what you say you are going to do.

TRUST BUT VALIDATE.

Demonsirate and reinforce high standards during briefings, meetings ect.

Encourages participation in use of Security Fundamentals and HU Tools to support event-free performance
Encourage/remforce a culture that invites open/nonest feedback. Act positively on the feedback.

Embrace and support "best practices” processes, communicates and enforce these principles.
Acknowledge @nd accept ownership of a problem untit it is resolved.
Effectively utilize Lessons Learned and share experiences within the organization.
Effectively promote Corrective Action Program.
Actively be engaged in shift activities.
Promote professionalism
Sets the examnple in professionalism, appearance and attendance.
Assist the TEAM to achieve organizational goals,
Promote WNS action plan to improve site perforrnance
1. Improve Safety culture
2. improve attendance

Rating: 2

2. Objectiva: Promote Attendance

Status: On-going

Begins: January 01, 2009

Ends: December 31, 2008

Specific Objectives:

Reports to work punctually and as - scheduled.

Prepares mentafly and physically to report to work and executes assigned dufies.

Promptly and punctually relieves team members from post or duty assignments. -

Repoarts to work and remain fit for duty, notifying the SSS of an inability to perform tasks for any reason.
No attendance discipline,

Has not received documented counselmg (s) for attendance IAW the company's Attendance Policy.
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Rating; 2

3. Objective: Provide Customer Service
Status: On-going
Begins: January 01, 2009
Ends: Decernber 31, 2009
Specific Objectives:
e Provides timely, thorough, accurate and effective updates to shift Supervision. Provides proactive solutions to problems.
o Maintains a positive working refationship with alf team memmbers and client personnel through cooperative effort.
«  Follows through on promised actions to meet management expectatians. :
e Provide cost saving recommendationsfinitiatives that would add value to the organization.
e Organizes work effectively and completes tasks as assigned.
e Ensures confingency plans are executed in accordance with training expectations.
e Validates applicability of current policy / procedures prior 16 use.

Rating: 2

4. Objective: Accountability
Status: On-going
Begins: January 01, 2008
Ends: December 31, 2009

Specific Objectives:
3 Model the organizational values. .
. Not confribute to any loggable event(s) as a result of not being engaged and understanding job assignments.
- Hold self accountable to department expectations of understanding job tasks, asking questions when in doubf, nat having a

Production mentality and challenging TEAM members fo do the right thing.

Rating: 1

Overall Rating for this’ Section: 1.75

Comments: Officer Santamaria contributed to one loggable event. He also and had ore late and fwo call oufs.

Specific Objectives 25%

Objective #1 Have no attendance deficiencies that would result in Attendance Control Policy disciplinary actions.
Status: on-Going Begins: January 01, 2009 Ends: December 31, 2008
Specific Objectiver N/A : :

Rafing: 2

Objective #2 Have no Safety related ijuries. :
Status: . On-Going Begins: January 01,2009 Ends: December 31, 2009
Specific Objective: N/A

Rating: 3

Objective #3 Not contribute fo any significant events (Loggables or vehicle damage) as a resuff of undesired behaviors.
Status: ~ On-Going Begins: January 01, 2009 Ends: December 31, 2009
Specific Objective: N/A

Rating: 1

Objective #4 Miss no scheduled training and successfully complete afl required training timely.
Status: On-Going Begins: January 01, 2008 Ends: December31, 2008
Specific Objectiver N/A
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F{aﬁng:

3

Overalt Objective Rating for Grading Period: 2.25

Comments: Officer Santamaria has a positive wo
|loggable event. He works well with the client and contractors an

rk ethic is self-motivated and displays professionalism. He had one
d customers.

Received & Acknowledged:
The time and date stamp and typed in signafure bleck (of signed} below indicates that { Wa these objectives and have

reviewed tham with my manager.

Date:

V O)-29/2

Time:

0523

0523

Sigrnature:

Py

B/2F /A
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T (TR

~10/01/09

REEhoD e e orent »
Reviewed S/O Santamaria’s Performance Objectives. S/0 Santamaria has met all objectives

through the month of October.

RV eviDo bIopmentElaniGommieHt)s
[ encourage S/O Santamaria to continue to work on being the best security officer that he can
be. ‘ ‘

B S UnenRD aiorman ca NN thel N SrO Bl eCtVES &
S/O Santamaria’s performance is in line with Wackenhut Nuclear Sérvices objectives however
He received a written reprimand and a one day suspension fora third late. Santamaria should
continue to perform his job with professionalism and integrity.

e elgned DUIHNYIONeoNsOneE
Read one SFI each week and discuss af the next One on One.

ShgdestionsHonRImproverment DA ConCang S ale o CWESDay-torDaY,

Operationol
ncrease knowledge of SFI's. Improve punctuality.

IRSTEO

SIO S'tamiﬁicer who is always eager fo help. He displays a positive
attifude and work ethic and self motivated.

grjing this form, the employee acknowledges recelpt of this action.

Signature of Employee: \ - — Date: . /CD ~& g:"[%j

NI N

e . :
Printed Name of Administep~ JOYC T2 AZ 1 £ Title: éu@aiv’/gm

Date:

Signature of Administer



 Case: 15-13224 Date Filed: 10/28/2015 Page: 22 of 179

N | PAGE
Santamaria, German 07/01/08
ER] M" P :. ; X ‘. S N SRR S :_:: s ErreTy =

TOPIC S OB DISCUSSER:
Performance/Appearance/Atiendance/Attitude

BENiaw Objectives(Comrment)s
Reviewed S/0 Santamaria’s Performance Objectives. S/O Santamaria has met all objectives
through the month of June. ’

e e op B A T Gomenty
T encourage S/O Santamaria to continue to work on being the best security officer that he can
be.

e e eriorman colNAne WItN AN N SFOBIECUVes):
S/O Santamaria’s performance is in line with Wackenhut Nuclear Services objectives. Officer

Santamaria should continue to perform his job with professionalism and infegrity.

FacResigRcDUrn g

aSkenssignetEb STonzone:
Read one SFl each week and discuss at the next One on One.

Siiages lononImprovemen i ASKarortced BackConcarningoarctyrSCINERpDay=o-Day
Bherationsis ‘

Increase knowledge of SFl's.

atfitude and work ethic and is self mofivated.

ANl

Byf§ign ng this form, the employee acknowledges receipt of this acfion, -

Signature of Employee: v&% 4 m _ Date: -0 ¥

Printed Name of Administer 7t 1207167 Title: _EtePeRUISOR.
: J

i

Signature of Administer = Date: 71/ / // oG
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(8 Wackenhut

S T e e e O DD R T e S A S =

ONE on ONE FORM

NAME: ' | DATE:
Santamaria, German _ . - ) ] 04/01/09
FREQUENCY? "0 Weekly. [T Bi-Weekly: ‘&--Quarterly - (cheéck otie)

TOPICS - TO:BEDISCUSSED:
Performance/AppearancefAitendance/Aftitude

Réview Objestves (Comment): ,
Reviewed S/0O Santamaria’s Performance Objectives. S/O Santamaria has met all objectives
through the month of March.

T

Raview.Develépmient Plan (Comment): .
| encourage S/O Santamaria to continue fo work on being the best security officer that he can
be.

Réview Curfent Performance.(In line with WNS objectives): -

S/O Santamaria’s performance is in line with Wackenhut Nuclear Services objectives. Officer -
Santamaria received a one day suspension for poor job performance. S/O Santamaria -
should confinue to perform his job with professionalism and integrity.

TaskAssighned:During Onéon-Ornes
Read one SFl each week and discuss at the next One on One.

Suggdestions for Improvement (Ask for feedback co ncerning Safety-SCWE; Day-fo-Day
Operatisns): ,
Increase knowledge of SFl's.

EBllow-up on.previous assigned task-from 1ast Ong-on-Orie!
S/O Santamaria is a good officer who is always eager to help. He displays a positive
attitude and work ethic and is self motivated. : ‘

Fa) .
. ({éy sigring tid form, the employee acknowledges receipt of this acfion.
Stgnature of Enﬁpioyee: % Mv D Date: %”& %:— O C;L

Printed Name of Administer ,~7%7241 F2nz il Title: St AERVISIR

Signature of Administer . Date: 4’/ / /9?/ 0%
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GNE on ONE FORM

SN S 1 H S T2 N N T T iy SE AR e e D DN A BRr E A RS M S S T T o, LTy 5 S0

| DATE!
e 01/01/09
B e C o)
ESROBEDISC USSED:
PerformanceIAppearancelAttendancelAttltude
Bavi SN 0D ectves GOMEBRL)

Reviewed S/O Santamaria’s Petiormance Objectives. S/O Santamaria has met all objecfives
through the month of December.

i ShbPlaniComment): ' ’
{ encourage SO Santamana to contmue to work on heing the best security officer that he can
be.

oS 1s-¢vaazu 55\‘>'~""" S ey e A SR e

Bevicw : RN SIoBlettves)]
s/0 Santamana s performance is in line.with Wackenhut Nuclear Services objectives. 8/0
Santamaria should continue to perform his job with professionalism and integrify.

R“as’i@Assmned“D 'rl,nq ne-on‘:@neq
Read one SFl each week and discuss at the next One on One.

r‘ S\s

Liimpro??emen

N

Theihs e dbacKiComnoarnin Oatety:

é‘perafuan
[ncrease knowledge of SFI’s. lmprove punctuality.

Eollowaipion ,,rev?ﬁ’ﬁﬁs?f’%ﬁ'.ﬁndai EOnheonone:
S/O Santamaria is a good officer who is always eager to help. He dtsplays a positive
attitude and work ethic and self motlvated ‘

: A
m fhis form, the employee acknowledges receipt of this action.
Signature of Employee:. A & ™ Date: _ /” 2lz—0 Z

. Printed Name of Administer 4\/40714,45 FegziER_ Tite: SufErRyviS

Signature of Administer _=X3¢ Date: /[/ 3(0{/ &9
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2008
Performance Objectives & Development Plan
German Santamaria
Rating Period August 01, 2008 — December 31, 2008

L. Position .

Security Officer Date Administered: 01/01/08

Il. Personal Informafion " |Location: Turkey Point_ ¢
Performance Rating Period: 08/01/2008 — 12/31/2008 Manager: Frazier, Thomas

Name: Sanfamaria, German ]

{il. Performance Standards

Performance Standards describe a job acceptably done. They establish the basellne or acceptable level of performance and are the
basis for establishing objectives.- All employees are required to perform satisfactorily in the standards below regardiess of his/her
level. If there is an opportunity identified, there MUST be a SMART (Spemﬁo Measurable, Appropriate, Reasonable, Timebound)
objective added to the Objectives section. .

The following grad:ng criteria will be utilized:
Rating of 1 = Does not meet expectations (The employee has failed to part or all of the expectations as measured)
Rafing of 2= Meets Expectations (The employee has completed and performed this objective well and has met the intent as
: described to them during the administering of these objectives) '
Rating of 3= Exceeds Expectations (The employee has went above and beyond what the intent of the objestive was and through
those actions has significantly impacted busmess)

IV. Behavior Expectations = 25%

Focusing on the Customer.
s. Projects positive and “can do" image.
» Seeks fo exceed service expectations.
s Communicates well, with courtesy and effectiveness,

Measurement; Managers Observation ) : IRating: 3

Results Aftainment
s Achieves expected results fallows procedure expectations, does not act when in doubt demonstrates questioning
affifude.
« Completes tasks meeting training and or post instruction expectatlons
s Readily responds to a changing work environment and fo changing work priorities.

Measurement: Managers Observation ]Raﬁng: 2

Procedure Adherence '

» Complies with site and company Policies and Procedures.

= Prompt, appropriate response to directives.

« Maintains appearance and grooming standards in accordance with Employee Standards Policy.

» Remains alert of changing conditions, which impact the security system effectiveness and establishes compensatory measures

in response fo degradations.” Reports to SSS 1mmedlately
» Understands and ufilizes Security Fundamenta{s, Human Performance Error Reduction technrques in the performance of duty.
» Executes all assignments and duty performanoe activities in compliance with site and company policy and procedure,
o Executes daily acfivities with a questioning affitude and challenges deviations from procedure or degradations in
security effecfiveness.

Measurement: Managers Observation ’ |Rating: 2

Communication -
e Listens effectively and responds appropriately.
o Shares information with others in a fimely, dlear, and professional manner.
« Writes and speaks effectively. ' .
» Uses positive, non-threatening communication style.

Measurement: Managers Observation %Rating: 2

Demonstrates and Drives G4S Values -

Customer Focus — Have close, open relationships with our customers that generate trust and work in partnership for the
mutual benefit of our organizations. ' ‘

Expertise — Deye!op and demonstrate our expertise through our innovative and leading edge approach fo creating and
: 1
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delivering the right solution.

_ Performance - Challenge you}self and your employees to improve performance year-on-year and to create fong-term
sustainability. :

Best People — always take care to employ the best people, develop their competence, provide opportunity and inspire
them fo live our values.

Integrity — Always be frusted to do the right thing.

Collaboration & Teamwork - Collaborate with other G48S entities for the benefit of G4S as a whole.

Measurement: Managers Observation lRating: 2

Overall Raﬁng for this Section: 2

Comments: Officer Santamaria is alertand has a questioning atfitude.

V. Additional Standards =50%

1. Objective: Promote TEAMWORK
Status: On-going
Begins: August 01, 2008
Ends: December 31, 2008
Specific Objectives:
@ Maintains a cooperative, productive, teamwork environment.
» Do what you say you are going fo do.
« - TRUST BUT VALIDATE.
v Demonstrate and reinforce high standards during briefings, meetings ect.
e Encourages participation in use of Security Fundamentals and HU Tools o support event-free performance.
° Encourage/reinforce a culture that invites open/honest feedback. Act positively on the feedback.

) Embrace and support “best practices” processes, communicates and enforce these principles.
o Acknowledge and accept ownership of a problem until it is resolved.
a Effectively utilize Lessons Learned and share experiences within the organization.
«  Effectively promote Cormective Action Program.
o Actively be engaged in shift activities.
® Promote professionalism :
Sets the example in professionalism, appearance and attendance.
s Assist the TEAM to achieve organizational goals.
Promote WNS action plan to improve site performance.
1. lmprove Safety culture
2. Improve attendance

Rating: 2

,2. Objective: Promote Aftendance
Status: On-going
Begins: August 01, 2008
Ends: December 31, 2008
Specific Objectives:
= Reports to work punctually and as scheduled. ;
« Prepares mentally and physically to report o work and executes assigned duties.
o  Promptly and punctually relieves team members from post or duty assignments.
e Reports to work and remain fit for duty, notifying the SSS of an inabifity to perform tasks for any reason.
o No attendance discipline. ) '
s Has not received documented counseling (s) for attendance 1AW the company's Attendance Policy.

Rating: 2
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3. Objective: Provide Customer Service
Status: On-going
Begins: August 01, 2008
Ends: December 31, 2008
Specific Objectives: :
. Provides timely, thorough, accurate and effective updates fo shift Supervision. Provides proactive solutions fo problems.
« Maintains a positive working relationship with afl team members and client personnel through cooperafive effort
« Follows through on promised actions to meet management expectations.
« Provide cost saving recommendationsfinitiatives that would add value to the organization.
«  Organizes work effectively and completes tasks as assigned. '
+ Ensures contingency plans are executed in accordance with training expectafions.
o Validates applicability of current policy / procedures prior fo use.

Rating: 2

4. Objective: Accountability
Status: On-going
Begins: August 01, 2008
Ends: December 31, 2008

Specific Objectives:
° Model the organizational vaiues.
. Not contribute to any loggable event(s} as a result of not being engaged and understanding job assignments.
. Hold self accountable o department expectations of understanding job tasks, asking questions when in doubt, not having a

Production mentality and challenging TEAM members to do the right thing.

Rating: 2

Overall Rating for this Section: 2

Comments: Officer Santamaria had two lates but only one call out.

Specific Objectives 25%

Objective #1 Have no attendance deficiencies that would result in Aftendance Control Poficy disciplinary actions.
Status: On-Going Begins: August 1, 2008 Ends:  December 31, 2008

' Specific Objective: N/A :

-Rating: 2

Objective #2 Have no Safety related injuries. :
Status: On-Going Begins: August 1, 2008 Ends: December 31, 2008
Specific Qbjective:  N/A »

Rating: 3

Objective #3 Not contribute to any significant events {Loggables or vehicle damage) as a result of undesired behaviors.
| Status: On-Going Begins: August 1, 2008 Ends: December 31,2008
Specific Objective: N/A

Rafing: 3

Objective #4 Miss no scheduled training and successfully complete all required training timely.
Stafus: On-Going Begins: August 1, 2008 Ends: December 31,2008
Specific Objective:  N/A :

Rafing: ;3
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Overall Objective Rating for Grading Period: 2 '

Comments: Officer Santamaria has a positive work ethic is self-motivated and displays professionalism. He works well
with the client and confractors.

Received & Acknowledged:

The time and date stamp and typed in signature block (or signed) below indicates that | have seen these objectives and have
reviewed them with my manager. . '

_ ,. P .
e 2009 || 0630 [T o A |
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Wac: <enhut

| DATE:
10/01/08

OUALEHV [checkone)

T @PF@ST@?BE‘D!SC%SSEB.
Performance/AppearanceiAﬁendancefAttltude

BReoblacines(commenty: .
Reviewed S/O Santamaria’s Performance Objectives. S/0 Santamaria has met all objectives
for the month of September with the exception of two lates.

Sy R

BEieniDavalopmentRlanicommert):
[ encourage S/O Santamaria to continue fo° work on bemg the best security officer that he can
be.

Revisw GurrentiPer
S/0 Santamaria’s performance is in line with Wackenhut Nuclear Services objectives however
his lates need to be improved on. S/0 Santamaria should continue to perform his job with
professionalism and integrity.

EVIeW: TR nme Wi WNSEobjectives):

[ FEREREs g nediDANgroneroNnzone:
Read one SFI each week and dlscuss at the next One on One.

TN gl DS g W

Sﬁg“gésho SHORIMD
Bperations)s
Increase knowledge of SFI's. Improve punctuality. -

T o

emen““mskéfo“r:,f”eedbaok*con’é"émmé‘ Shfaty: SCWEL Davo:Day

-X&- S e it

Eei WU poniprevious assigu HeditacRiromiastone-on-ones

S/O Santamaria is a goo officer who is alway eager fo help. He displays a positive
attitude and work ethic and self motivated.

? BZ signing this form, the employee acknowledges recelpt of this action.
Signature of Employee: zcg f ; Date: /O //0/0 b

Printed Name of Administer, fIZﬁZ/ &L Title: §Lf?¢?y’/ Send.
Signature of Administer Date: / G:'// (23/ 0(5/ .
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T R AR S L R s e s S e

ONEonONEFORM akenhaz

Sént‘aﬁlaria,.,q_grm
EREAUENC o

TORICSHOs »BE%B!SEB,SSTE»%
PerformanceIAppearance[Attendance[Attitude

,iib“getivnsiﬁ*gﬁu“‘ i _ ~
Rewewed SO Santamaria’s Performance Objectives. S/O Santamaria has met all objectives
for the month of June with the exception of one call out.

-;f:;c;* D)

T Comments

Raview.Develbpmeniblan »
{ encourage S/O Santamarxa to continue %o work on being the best security officer that he can
be.

i renERer SN SroDjeeHVes)t
SIO Santamarla S performance xs in hne with Wackenhut Nuclear Services objectives. S/0
Santamaria should continue to perform his job with professionalism and infegrity.

eﬂr’ﬁnean:-’@fi&

ez RveETIn

e P e e st
-’a
%g 0 i

Increase knowlecige of SFl's. Attentlon to detail.

Sl e e

SIO antaana is a good ofﬁcei'ho is al eger to
atfitude and work ethic.

A MB Fom, the employee acknowledges receipt of this action.
Signature of Employee: AL }M@ : " Date: [) - \ q -0 3

Y

help. He displays a posifive

/ (/
Printed Name of Administer__~J oo _FRAZIEH. Title: g ERELISEN

Signature of Administer g Date: 7/ 1y 47 E(
. Y AE
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NAME: ' _ | DATE:

Santamaria, German = 04/01/08
FREQUENGY: [T Weekly. . Bi'Weekly: @ Monthly {check one)

TOPICS TO BE-DISCUSSED: -
PerformanceIAppearance!AttendancelAﬁitude ‘

Review -Objactives (Comment): '

Reviewed S/O Santamaria’s Performance Objectives. S/O Santamaria has met all objectives
from January through March with the exception of one verbal reprimand for not signing
paperwork. He also received a positive incident report for discovering a handgun in the
Scanray. .

Review: Development Plan (Comment):

| encourage S/O Santamaria to continue to work on being the best security officer that he can
be. 1 would also like fo see him pay a little more attention to his paperwork.

Roview Cument Periorimance (In line with WNS obigctives);
| /O Santamaria’s performance is in line with Wackenhut Nuclear Services objactives. S/C
Santamaria should continue to perform his job with professionalism and integrity.

T as‘l'(‘As‘s"idhéd“D‘Lﬁ'riﬁ‘c'i’-iahé;—'b'nioﬁéi
Read one SFI each week and discuss at the next One on One.

Sﬂ_q&é‘sﬁbf‘r}é;fd i Improvement {AsK for.feedback concerning: Safety, SCWE; Day-fo-Day
Opéerationsj:
Increase knowledge of SFl's.

F"’b‘ilb\}v:ubfa’oh“‘previdu'sfa‘s'siériédI'té'sk‘ﬁ&h{ last Oné-on-One;
S/O Santamaria is a good officer who is always eager to help. He displays a positive
atfitude and work ethic. ' '

2 )

>Z/ y signing trﬂ@u—,-l?employee acknowledges receipt of this action,
Signature of Employee: __ W AT O Date: L[ / (.a/ 0 3
Printed Name of Administer ATNAS 7/%!'9—&«?5@ Title: SIPEBrSOR.

Signature of Administer : Date: 9;/(:9// QX
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NAME: - | DAREE
Santamaria, German © . 01/08/08

EREGUENGYZE FLVWaaK.: O Bi-Weekly; B OUAHEAA(CIeCRore)

Y :

TORICoILOBEDISCUSSED:
PerformancelAppearancefAttendance{Attitude

BEvieweobjectives:(Comment):

Reviewed S/O Santamaria’s Performance Objectives. S/O Santamaria has met all objectives
for the month of December with the exception of one verbal reprimand for unsatisfactory job
performance In the opinion of management.

Ty TR,

ReviewibevelopmentRlan: (Comment):
[ encourage S/O Santamaria to continue %o work on being the best security officer that he can
be. '

RE e tenl Parormance (I line with WNSTOBISCHVES):
S/0 Santamaria’s performance is in line with Wackenhut Nuclear Services‘objectives. SIOQ
Santamaria should continue to perform his job with professionalism and integtity.

e REsigned During One-on-One: :
Read one SFl each week and discuss at the next One on One,

o i

S”ﬁ”gg“’é“’s"tr’?ms formprovement (Ask for fegdbac EConceming SarelyeSCWEE Day-fo:Day
Operations): A .
Increase knowledge of SFI’s. Attention to detail.

Ftﬁi?*&i?&??iiﬁ?iﬁﬁ‘?ﬁiéVié“ﬁ??é%sighé’dffa*sk”ﬁ.?rbﬁ'lia"fé“ff Hiero

Orneson-one:
S/O Santamaria is a good officer who is always eager to help. He displays a positive
attitude and work ethic. ~ '

s :
/By’s’igningthis form, the employee acknowledges receipt of this action.
- B ]
Signature of Employee~"{_ M Date: _/ 7/ 9‘/ 28
L -— .
Printed Name of Administer 2t TRETIER Title: g‘x peRy/SIk

Signature of Administer " Date: ﬁ/ / 95%'),(/
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NAME:

[ DATE:

Santamaria, German

10/01/07

FREQUENCY: .L1'Weekly [ Bi-WeeKly B Monthly (check one)

TOPICS 10 BE 'DISCUSSED:

' Performance[AppearancelAttendancelAtﬁtude

Review Objectives {Comment):

Reviewed S/O Santamaria’s Performance Objectives. S/O Santamaria has met all objectives

he had.

for the last three months with the exception of a written reprimand for a vehicle accident that

Review Development Plan {Comméiit):

be.

[ encourage S/O Santamaria to confinue to work on being the best security officer that he can

Roview Current Performance (inline with WNS objectives):
SJO Santamaria’s performance is in fine with Wackenhut Nuc

[oar Services objectives. SIO

Santamatia should continue to perform his job with professionalism and infegrity.

Task Assigned Duriig:One-on-Ones

Read one SFl each week and

discuss at the next One on One.

Suggestionsfor lrhpfﬁife’mén‘t {Ask for feédback concerning: Safety. - SCWE; Day-to-Day

Operations)?

Increase knowiedge of SFI’

s. Be aware of your surroundings and the task at hand. Usé

STAR fo guide you through your daily tasks.

:of §

previous assigned task fron last n-One:
S/O Santamaria is a good officer who is always eager to

help. He displays a pqsiﬁve

attitude and work ethic.

. Wemploye& acknowledges receipt of this action.
Signature of Employee: Date: ] O { 7/ 62
\

}

Printed Name of Administer .~/ SRz ER . Title: _&M

Signature of Administer A"

Date: /10-7 - O:/_
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ONEonONEFORM é ackenhut

&%Ea

ntamana German

ESiEh Dblecaves{comuient)

Revi ewdSlO Santamaria’s Pe
[ for the month of May with the exception of one call out {personal).-

e e e B COmPEnt

l encourage ge S/0 Santamana to continue to work on
be. ‘

being the best secunty officer that he can

i i Bt Ml el T s E
S[O Santamarxa S performance is in lme with Wackenhut Nuclear Serwces objectives. S/0
Santamaria should continue to perform his job with profess:onahsm and integrity.

atitude and work ethic.

L
W acknowledges receipt of this action.
Signature of Employee: ' ‘ . Date: ) /& /rb '7

Printed Name of Administer mﬂ 7 /ﬁﬁ?’ I4 P?( Title: </ P@@// W
Dafe: 7/ b /(’\7

Signature of Administer
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ONE GnONEFORM

NAME: | | DATE:
Santamaria, German 06/01/07
FREQUENCY: E{Weekly O Bi-Weekly & Monthly (check one)

TOPICS TO BE DISCUSSED:
PerformancelAppearancelAttandanceIAttltude

Review Objectives ([Comment):
Reviewed S/O Santamaria’s Performance Objectwes. S/O Santamaria has met all objectives
for the month of May.

Review Development Plan (Comment):
[ encourage S/O Santamaria to continue to work on being the best security officer that he can
be.

Review Current Performance {In line with WNS objectives):

S/O Santamaria’s performance is in line with Wackenhut Nuclear Services objectives. SIO
Santamaria should continue fo perform his job with professionalism and integrity.

Task Assigned During One-on-One:
Read one SFI each week and discuss at the next One on One.

Suggestions for !m"prove‘ment (Ask’for feedback concerning Safety, SCWE, Day-to-Day
Operations):
Increase knowledge of SFI's.

Follow-up on prevxous assigned task from last One-on-One:
N/A

byﬁhis form, the employee acknowledges receipt of this action.
~
Signature of Employee: 50\’-/7@/ . Date: _ P& / o7 / Q?

Printed Name of Administer WRATZ I Title: QJVQ%L//M

Signature of Administer S Date: & -7- 07
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2007 Performance Objectives & Developmt,.c Plan
, Security Officer
Performance Rafing Period March 1, — Dec. 31, 2007.

|. Position

Position:  WNS Security Officer Dafe Administered: 03/26/07
i. Personal Information
Name: German Santamaria Location: . Turkey Point
" |Job Title:  Security Officer Supervisor: Thomas Frazier

lil. Performance Standards

Performance Standards describe a job acceptably done. They establish the baseline or acceptable level of performance and are the

basis for establishing objectives. All employees are required to perform satisfactorily in the standards below regardless of his/her

level. If there is an opportunity identified, there MUST be a SMART (Specific, Measurable, Appropriate, Reasonable, Timebound)

objective added to the Objectives section. The following grading criteria will-be utilized: :

Rating of 1= Does not meet expectations (The employee has falled to part or all of the expectations as measured)

Rafing of 2= Meets Expectations (The employee has completed and performed this objective well and has met the intent as
described to them during the administering of these objectives)

Rafing of 3 = Exceeds Expectafions (The employee has went above and beyond what the infent of the objective was 'and through

. those actions has significantly impacted business)

V. Behavior Expectations

Attendance .

s Reports to work punctually and as scheduled. :

s Prepares mentally and physically to report to work and executes assigned duties,

o Promptly and punctually relieves team members from post or duty assignments. :

» Reports to work and remain fit for duty, notifying the SSS of an inability to perform tasks for any reason.
«  Achieves perfect atfendance. : ‘

.« Has not received documented counseling (s) for attendance JAW WNS-107.

« _ Has received documented counseling for attendance 1AW WNS-107.

ieasurement: Supervisor Observations 1Raﬁng: 1

Comments: You went home sick once this year and you were a "No Call No Show” once. You were also late fwice in the last 12
months. You did report that you did not know that you had to work and therefore did not show. You received three documented
counseling’s. ‘

Safety
« Maintains safe work practices IAW site and WNS Safety Standards.

o Identifies, immediately reports and initiates appropriate actions for unsafe conditions, acts and/or hazards.
o Suspend any activity being performed that could danger another employee or cause damage to any systems or components
reporting activity fo SSS immediafely. ) o

Measurement: Supervisor Observation |Raﬁng: 2

Comments: | see you using your PPE at all imes. | believe you would report any unsafe conditions or suspend any unsafe
condition however, | have no record of such. )

V. Performance Expectations

Communication

» Utllizes effective communicatii}n standards as required.

o Communicates with others in a professional manner.

« Meets expectations associated with Post turnover requirements. :

o  Report any deviation, degraded condition or discovered vulnerability without hesitation to the SSS

«  Promptly communicates changing conditions and equipment status fo the appropriate supervisory level.

Measurement: Managers Observafion |Rating: 2

Comments: Your communication is mostly professional. [ have no documentation of any reports that were made conceming
degraded condifions or vulnerabiities. -

Procedure Adherence

s  Complies with site and WNS Policies and Procedures.

« Prompt, appropriate respense to directives. ‘

« Maintains appearance and grooming standards in accordance with WNS-105.

« Remains alert of changing condiians, which impact the security system effectiveness and establishes compensatory measures
in response to degradations. Reporis to S8 immediately.

« Understands and utilizes Human Performance Error Reduction techniques in the performance of duty.

1
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2007 Performance Objectives & Developm. .¢Plan
o Security Officer
Performance Rating Period March 1, — Dec. 31, 2007.

« FExecutes all assignments and duty performance activities in compliance with site and WNS policy and procedure.
» Executes dally activities with a questioning attitude and challenges deviations from procedure or degradations in security
effectiveness. '

IMeasurement: Supervisor Observation A iRaﬁng: 2

Comments: You received a one day suspension for in November 2008 for a loggable event that you caused. Otherwise you do &
great job keeping up with all Tequired work assignments. ’

Training :

® Timely and successfully completes required certifications and familiarizations.

= Prepares for and acfively participates in training activities

. Maintains a professional decorum in the training environment.

e Complies with all Range Safety Rules and follows the instructions of the Range |nstructors.

Measurement: Managers Observation lRaﬁng: 3

Comments: No known issues. Great job:

Reports and Doctimentation

«  Ensures necessary reports and documentafion is comipleted as directed.

s Reports eventsfissues fo Security Supervision in a timely manner.

« Request assistance as needed to ensure written documentation is accurate and professional.

Wieasurement: Supervisor Observation . |Rating: 2 ' .

Comments: Keeps up with all required documentation and reports but needs ta pay more attention to filling out daily paperwork.
L ‘ .

Specific Objectives

Objective # 1 Attendance .

Status: ~ On-Golng Begins: March 1, 2007 Ends: December 31, 2007

Specific Objective: Strive to achieve perfect attendance.

Rating:

Objective # 2 Punctuality -
Status: On-Going Begins: March 1, 2007 Ends: December 31, 2007
Specific Objective:  Stive fo be punctual every day. ~

Rating:

Objective #3 Knowledge of SEl's, Policies, OE's and other documentation.
Status: On-Going Begins: March 1, 2007 Ends: - December 31, 2007
Specific Objective: Continue to better familiarize yourself with all SFl's, Policies, OF's and other documentatior.

Rating:

Objective # 4 Daily Paperwork
Status: On-Going Begins: March 1, 2007 Ends: December 31, 2007
Specific Objective:r Complete all required information on GP Logs, Inventories efc. dally.

Rating:

Objective # 5
Stafus: On-Going Begins: March 1, 2007 Ends: December 31, 2007
Specific Objective:
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2007 Performance Objectives & Developn';lcut Plan
Security Officer ‘
Performance Rating Period March 1, -~ Dec. 31, 2007.

LRaﬁng:

Overall Objective Rafing for Grading Period:  27_

Comments: S/O Santamaria is a great asset to the security force. He had a bad year with a misiake and some attendance issues

but, he Is a hard worker who doesn’t shy away from work and he always displays professionalism and a great aftitude. [ am proud to
have him-as a member of my team.

Received & Acknowledged:

Date: 3 \ 50)0j Time: f2_ %O Signature: %/(%DLMQ .
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- 2008
Performance Objectives & Development Flan
Jeffery Santiago v,
Rating Petiod January 01, 2009 — December 31, 2008
I. Postiion o
Security Officer Date Administered: 01/01/10
. Personal infermation Location: Turkey Point
Performance Rating Period: 01/01/2008 — 12/31/2009 Manager: Frazier, Thomas
Name: Santiago, Jeffery

Hi Perfonmance Standards : .

Performance Standards describe a job acteptably done. They establish the baseline or acceptabie level of performance and are the
hasis for establishing objectives. All employees are required to perform satisfactorlly in the standards below regardless of histher
tevel. If there is an opportunity identified, there MUST be a SMART (Specific, Measurable, Appropriate, Reasonable, Timebound)
objective added to the Objectives section. ' ’

The following grading criteria will be utiiized: ‘

Rating of 1= Does not meet expectations {The employee has faited to part or all of the expeciations as measured)

Rating of 2= Meels Expectations (The employae has catnpleted and performed this objective well and has met the irdent as
described ta them during the administering of these objectives) , ‘

Rating of 3 = Excesds Expectations (The employee has went above and beyond what the intent of the objective was and through
those actions has significenfly impacted business) :

1. Behavior Expectations = 28%

Fesusing on the Customer
s  Projects positive and “can do” image.
o Seeks to exceed service expectations.
e Communicates well, with courtesy and effectiveness.

Measurement: Managers Observafion |Rating: 2

Results Attainment )
« Achieves expected results follows procedura expectations, does nat act when in doubt, demonstrates questioning
aftitude.
s Completes tasks meeting fraining and or post instruction expectations.
. Readily responds fo a changing work environment and to changing work priorities.

Measurement: Managers Observation ]Rating: 3
Procedure Adherence ‘
« Complies with site and company Policies and Procedures.
« Prompt, appropriate response to directives.
Maintains appearance and grooming standards in accordance with Employee Standards Policy.
s Remains alert of changing conditions, which impact the security system effectiveness and establishes compensatory measures
in response fo degradafions. Reports to SS8 immediately. -
e Understands and utilizes Security Fundamentals, Human Performance Error Reduction techniques in the performance of duty.
« Executes all assignments and duty performance acfivities in compliance with site and company policy and pracedure.
o Executes daily activifies with a questioning afitude and challenges deviations from procedure or degradations in
security effectiveness.

Measurernent: Managers Observation [Rating: 2

Communication
« Listens effectively and responds appropriately.
« Shares information with others in & fimely, clear, and professional manner.
« \Writes and speaks effectively.
e Uses pdsitive, non-threatening communication style.

Measurement Managers Observation . |Rating: 2

Demonstrates and Drives G4S Values

Customer Focus — Have close, open relationships with our customers that generate trust and work in partnership for the
mutual benefit of our organizations.

Expettise — Develop and demenstrate our expertise through our innovative and leading edge apprbach fo creating and

1
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defivering the right solution.

Performance - Challenge yourself and your employees to improve performance year-on-year and fo create long-term
sustainability.

Best People —always take care to employ the best people, develop their competence, provide opportunity and inspire
them to live our values,

Integrity — Always be trusted to do the right thing.

Collaboration & Teamwork - Collaborate_ with other G4S entities for the benefit of G4S as a whole. -

Measurement: Managers Observation - iRaﬁng: 2
Overall Rating for this Section: 2.2 ’

Comments: Officer Santiago is alert and always has a questioning atfitude.

V. Addiionat Standards =80%

e & @ ® o O

Ll

[]

@ & & @

1.

Objective: Promote TEAMWORK

Status: On-going ’

Begins: January 01, 2009

Ends: December 31, 20089

Specific Objectives:

Maintains a cooperative, productive, teamwork environment. .

Do what you say you are going fo do.

TRUST BUT VALIDATE.

Demonstrate and reinforce high standards during briefings, meetings ect.

Encourages participation in use of Security Fundamentals and HU Tools fo support event-free performance.
-Encourage/reinforce a culture that invites open/honest feedback. Act posifively on the feedback.

Embrace and support “best practices” processes, communicates and enforce these principles.
Acknowledge and accept ownership of a prablem unil it Is resolved,
Effectively utilize Lessons Leamned and share experiences within the organization.
Effectively promote Corrective Action Program.
Actively be engaged in shift activities.
Promote professionalism
Sets the example in professionalistm, appearance and atfendance.
Assist the TEAM to achieve organizational goals.
Promote WIS action plan to improve site performance.
' 1. Improve Safety culture
2. Improve attendance

- Rating: 2

2,

® 9@

® 9

Objective: Promote Attendance
Status: On-going
Begins: January 01, 2009
~ Ends: December 31, 2008
Specific Objectives:
Reports to wark punctually and as scheduled. '
Prepares mentally and physically to report to work and executes assigned duties.
Promptly and punctually relieves team members from post or duty assighments. . .
Reports to work and remaln fit for duty, nofifying the SSS of an inability to perform tasks for any reason.
No attendance discipline.
Has not received documented counseling (s) for attendance [AW the company's Attendance Policy.

Rating: 3
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3. Objective: Provide Customer Service
Status: On-going
Begins: January 01, 2008
Ends: December 31, 2009
Specific Objectives:
«  Provides timely, thorough, accurate and effective updates to shift Superviston. Provides proactive solutions to problems.
« Maintains a positive working refationship with all team mermnbers and client personnel through cooperative effort.

" le  Follows through on promised actions to meet management expectations.

o  Provide cost.saving recommendationsfinitiatives that would add value fo the organization.
»  Organizes work effectively and completes tasks as assigned. ’ ‘

« Ensures contingency plans are executed in accordance with fraining expectations.

o Validates applicability of current policy / procedures prior ta use.

Rating: 3
4. Objective: Accountability
Status: On-going
Beglins: January 01, 2008
Ends: December 31, 2009

Specific Objectives:
® Model the organizational values. :
. Not contribute to any loggable event(s) as a résult of not being engaged and understanding job assignments.
. Hold self accountable to department expectations of understanding job tasks, asking questions when in doubt, not having a

Production mentality and challenging TEAM members to do the right thing.

Rating: 2

Overall Rating for this Section: 2.8

Comments:

Specific Objectives 26%

Objective #1 Have no attendance deficiencies that would resuit In Attendance Control Policy discipfinary actions.
Status: On-Going ~ Begins: January 07, 2008 Ends: December 31, 2008
Specific Objective:  N/A )

Rating: 3

Objective #2 Have no Safety related injuries. ,
Status: On-Going ~ Begins: - January 01,2009 Ends: December 31, 2000
Specific Objectiver  N/A

Rating: 3

Objective #3 Not contribute fo any significant events (Loggables or vehicle damage) as a result of undesired behaviars.
Status: QOn-Going Begins: ~ January 01, 2009 Ends: December 31, 2008 ’
Specific Objective: N/A

Rating: 3

Objective #4 Miss no scheduled training and successfully complete all required training fimely.
Status: On-Going Begins: - January 01, 2009 Ends: December 31, 2008
Specific Objective: N/A

Rating: 3
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Owveralt Objective Rating Tor Grading Period: 3

Comments: Officer Sentiago displays professionalism and a sofid work ethic. He works well with the client and customer. He ls
self-motivated. ’

Recelved & Acknowiedged: )
The time and dete stamp and typed in signature block (or signad) below indicates that | have seen these objectives and have
reviewed therm with my manager. :

Date: Time:

/
e | ohie T gﬂf//&%ﬁ—
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NAWE: : | DATES
Santla 0, Jeff 10/01/09

Rewewed SIO Santlago s Performance Objectives. S/O Santiago has met all objectives
through the month of October.

PAR(Eomment)s

Re&view ”’ev“”élopmen
| encourage S/O Santiago to continue to work on bemg the best security officer that he can
| be. :

R et o iDeroran o Inn eIt NSroblectIves):
S/O Santiago’s performance is in line with Wackenhut Nuclear Services objectives. S/O
Santiago should confinue fq perform his job with professionalism and integrity.

s Aecignedipunngoneonone:

Read one SFl each week.

‘E*(As!?if%’r;ﬁfeéﬂback EOnceInINg Salel/ oS WEEDaEb DAY,

SligaeetionaHorlinprovemen —

Oparations

Increase knowledge of SFI's.

T

oI lOW e DRONID] revxousass:qnedﬁta‘ R%from“f"”ﬁ@ne«on-@ne*

S/O Santiago displays profess;onahsm and a solid work ethic. He is conscious of his

‘work and is self motrvated

i LS b
¥

T
Printed Name of Administ/e@m FR bzl Title: Sy K PLALVISOTC
Signature of Administer XN ’ Date: _/(O-! 2-0%

: By signing this form, the em onee acknowledges receipt of thié. action,
Signature of Employee: _ /-,?/7\‘ 2 Date: ﬁ/ 07—/ 9—- pq
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DNE on ONE FORM

T oy o 5 o e e e R S e Sl S R e e S T e

( Wackenhut

Prin ST e TR SR e A A

Santxao Jeff - - T o7/01/o9

REVIEWG
Reviewed S/O Santiago’s Performance Objectives. S/O Santiago has met alil ob;ectlves
through the month of June. )

Obleclivescomment):

] cge Sltago to contmue © work on being the best security officer that he can
be.

é"\‘friewf@:u rentfPerformaﬁ”"‘“eﬁﬂﬁﬁ:ﬁe*wﬁh‘WNSﬂoB‘i“éﬁl‘fles)*
S/O Santiago’s performance is in line with Wackenhut Nuclear Services objectives. S/O
Santiago should contmua to perform his job with professionalism and integrity.

Tae el eaignadB UG on a0 NEoTIes

Read one SFl each week and discuss at the next One on One.

ShggestoneHormproyeme
Operationsi

Increase knowledge of SFI's.

RO eedpaciconcer N AtE Vs CWERD VS S

 FOllOWatp:onEprevions: Faccigneditascaromea; ‘f@non ones
"SI0 Santiago displays professionalism and a solid work ethic. He is conscious of hxs

work and is self motivated.

By signing this form, the employee acknowledges receipt of this action.

Sign‘atur‘e of Employee: (ﬁ/%v y : Date: '73/;- o 7 ;

Printed Name of Administer {lﬁ‘b’%ﬁ H2A Title:. R UPERI /IS —

Signature of Administer =7 - . Datfe: 7-lb ‘@g
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EMPLOYER’S EXHIBIT 7
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Wackenhut

Supervisor shall fulfill the following requirements in the performance of your duties.

Supervisory Requirements

Supervisors shall:

1. Uphold TWC policies.

3. Use coaching techniques (regardless of what team the officer is on), counseling

and progressive discipline to correct unprofessional conduct and poor job
performances. This is to be done fairly and consistently. Seek management
assistance for input when needed. '

Continually look at ways to improve the way we do business.

Complete assigned tasks on time.

Make those accountable to you aware of what you expect from them.

Be team oriented and a team player.

Have zero tolerance for unsafe practices and acts.

. Have a philosophy of continuous improvement.

10. Lead by example.

11. Demonstrate a questioning aftitude and encourage it throughout the security force.

12. Provide for a communications rich environment.

13. Keep issues discussed between supervisors confidential.

14. Use good judgment when making decisions. Decisions should be made utilizing
all resources available to the supervisor and carefully considering all information
available.

- 15. Follow through on your word when it is given.

16. Come to management when you do not agree with a decision that has been made.
This will be done behind closed doors.

17. Give feedback to officers when questions are asked of you regardless of what
team the officer is on. If you do not know the answer, it will be your
responsibility to find the answer and follow up with the officer with the correct |
answer.

18. Look out for one another,

19. Prompt notifications to TWC/FPL management for any issues that are adverse
to quality. This will include any human performance issues, injuries, FFD issues,
loggable events, etc.

20. Accept nothing short of excellence when performing our job and expect the same
from all our co-workers.

N A

o

I have had the opportunity to discuss the above listed requirements with my Project

¢

Munager 6 ty immediate supervisor, and I am fully aware and understand what is
expected of mne.

Signed ([%\\M\V}‘ , ,/ Date § / 22 /(“ &

Employer Ex. 7
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RSS ' N

LEADERSHIP PLEDGE  Wackenhut

Page 10f2

| AGREE and PLEDGE to maintain shift performance against the RSS “Ideal
Facility" Measurements in which the performance targets are 0" Safety and
Human Performance events, and 100% participation and open response fo all
SCWE and Employee Satisfaction Surveys. 5

| AGREE and PLEDGE to champion open communication and corttinued
improvement, to include active support and cultivation of a work culture in
which there is a questioning attitude at all levels of the organizafion.

In Addition, as an R$S leader, | further PLEDGE that:

- TWILL know information (professional or technical) needed to
perform my job.

- | WILL Not tolerate conditions of inattentiveness within the ranks of
the direct reports under my command.

- IWILL Be receptive to the concerns and questions by all those
direct reports under my command and will respond to those
concemns and guestions in a timely manner. '

«  [WILL Not tolerate any conditions of retaliation or peer harassment
within the ranks of my direct reports undet iy command.

- | WILL Be ever observant to possible changing work place
_behaviors of direct reports under my command and will make timely
and appropriate referrals when required. '

- [WILL Readily respond to a daily changing work environrnent and
to changing work priorities: '

- | WILL Comply with and objectively enforce policies, procedures
and Core Values of the Clienf and RSS.

— T WILL Use interpersonal skills to better understand perspectives of
others and demonstrate flexibility in interaction styles of dthers,

- I WILL Convey optimism and inspiration even in downturns,

Employer Ex g
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RSS (7S
'LEADERSHIP PLEDGE  \Wackenhut

Page 2 of 2

~ | WILL Help others o see change as an oppartunity rather than a
threat.

- I WILL Listen effectively and réspcnd appropriately to my managers
* and supervisors as well as the ditect reports under my commiand.

- I'WILL Share workplace information with others in a timely, clear,
and professional manner.

- 1WILL Use a posiiive, non-threatening communication style with all
my direct reports and custoimers. ' o

- | WILL develop, coach, mentor and frain those direct reports
assigned to my command. ’

- [WILL Work to ensure contingency plans are in place to overcoma
issues or events that may be a barrier to achieving security and
safety goals.

| AGREE to meet and exceed the high standards set for our securily shift
performance. | PLEDGE to lead my shift officers fowards the highest achievable
performance possible. I understand that my individual and shift performance will
‘be objectively measured against the specifications within this pledge and the
ideal Facility measurements. | PLEDGE to encourage and support the
transformation from the préviots minimal security business model fo the
Regulated Security Solutions model of high performance and professionalism

Signature: @-_D{ Ezu_—z M Rank/Postiion: &.@E@ggcg_
SN ,

Date: 9 / -,5,/@9\
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e

P 20038
Performanee Objectives & Development Plan
Donado, Arnaldo
Rating Period August 01, 2008 — December 31, 2008

I. Posltion H —4{
Security Officer Data Administered; 1/2009

(1. Personal Infotmation Locaficn: Turkey Point

Parformance Rating Pariod: D8/01/2008 ~ 12/31/2008 Manager: Ceeil Mack

Name: Donado, Arnaldo

1. Performance Standards

Performance Standards describe a job secaptably done. They establish the baseline or acceptable level of performance and are the
basis for establishing objectives. All employees are required to perform safisfactorily in the standards below regardless of his/her
lavel. If there is an opportunity identified, there MUST be 2 SMART (Specific, Measurable, Apptopriaie, Reasonable, Timebound)
objective added to the Objectives section.

The follawing grading critaria will be utilized
Rating of 1 =  Does not maet expectations {The employee has failed to parf ot all of the expeciations as maeasured)
Rafing of 2= Meets Expectations (The emrployee has completed and performed this objective well and has met the intent as
desaribed ta them during the administering of these objectives)
Rating of 3= Exceeds Expectations (The nmployes hias went above and beyond what the intent of the objective was and thraugh
those actions has sigrificantly impacted husiness) )
IV. Behavior Expectations = 25%
Foeusing on the Customer
s Projects positive and “can do” image.
e Seeks to exceed service expectations.
o Communicates well, with courtesy and effectivenesa.

Measurement: Managers Obsarvafion |Rating: 2

Restilts Aftainment
o Achieves expected results fallows procedure expectations, does not aict when in doubt, demonsirates questioning
attitude,

¢ Complietes tasks meeting {mining and or post instruction expectations.

« Readily responds to a chanying watk ervironment and to changing work priaritiss.
Measuremant: Managers Observation | Rating: 2
Procedurs Adhearence :
Cormplies with site and company Policles and Procedures.
Prompt, appropriate response to directives,
Maintains appearance and greoming standards in accordance with Employee Standards Policy.
Remains alert of changing conditions, which Impact the security system effectivenass and establishes compensatory measures
in response fo degradations. Reports tn S85 immediately.
Understands and utilizes Security Fundamentats, Human Performance Error Reduction technigues in the parformance of duty.
Executes all assignments and duty performance activities in compliance with site and company policy and procedure.

e Exsoutes dally activities with a questioning atiitude and challenges devistions fram pracedure or degradations in
security effectiveness. :

Measuramant: Managers Observation . |Rating: 2
" Commupication <

® & 3 &

¥

@ Lislens effectively and responds appropriately.
¢ Shares information with othiers in g timely, ¢lear, and professional manner,
e  Writes and speaks effectively.
= Uses posiiive, non-threatening commtilcation style.
Measurement: Managers Dbservation |Rating: 2

Demonsirates and Drives G4S8 Values

Employer Ex. }o
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Customer Focus — Have closg, op=n relationships with our customers that generate frust and work I parinership for the
mutual benefit of our organizations. :

Expertise — Deavelop and demaonsirate our expertise through our innovative and leading edge approach 1o sreating and
defivering the right solution.

Parformance - Challenge yourselt and your employees to improve performarnce year-on-year and to create long-term
sustainability.

Best People — always take care to amploy the best people, develop {helr competence, provida opportunity and inspire
them ta five our values, .

integrity — Always be frusted to do the right thing.

Collaboration & Teamwark - Coliaborate with other G4S entities for the benefit of G432 as a whole.
Measurement; Managers Obsetvation ) [Rating: 2
‘Everan Rating for this Section: 2

Comments:
VY, Additional Standards = 50%
4. Oblective: Promaia TEAMWORK
Status: On-going
Begins: August 07, 2008
Ende: December 31, 2008
Specific Objuctives: .
Maintains a sooperative, productive, teamwork anvironment.
Do what you say you are gaing o do,
TRUST BUT VALIDATE.
Demonstrate and reinfores high standards during briefings, meetings ect
Encourages participation in use of Security Fundamentals and HU Tools to support event-free performance,
Encourage/reinforce a cutiure that invites open/honest feetdback, Act positively on the feedback,

Embrace and supportt "hest practicas” ooesERS, sommunicates and enforce these principles.
Acknowledge and accept ownership of a problem untll it is resolved,
Effectively utilize Lessons Learned ant share expariences withit the organization.
Effectively promote Cormrective Action Frogram.
Actively be engaged in shift activities.
Promote professionalism.
Sets the example in professionalism, appearance and attendanca.
Assist the TEAM to achieve organizational goals.
Promote WNS action plan to improve site performance,
1. |mprove Safety culture
2. improve attendance

- 6 ¢ & & o

® » & & B 3 @ vy @

Rating: 2
2. Objective: Promote Atiendance -
Status: On-going
Begins: August 01, 2003
Ends: December 31, 2008
Specific Objectives:
+  Reporis to work puniatually and as scheduled, }
«  Prepares mentally and physically to repart to wark and executes assignad duties.
.  Promptly and punctually relleves team members from post of duty assignments.
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a Reports o work and remain it for duty, natifying the SSS of an inability fo perform tasks for. any reason.

»  No attendance discipline.
¢  Has hot received dacumented counseling (s) for attendarncs 1AW the company's Atiendance Policy.

Rating: 2
2. Objective: Provide Custorner Senvice
Status: On-going |
Begins: August 01, 2008
Ends: Decarmber 31, 2008
Specific Objectives:
Provides tirnely, thorough, gccurate and effective updates to shift Supervision. Provides proactive solutions to problems.
Maintains a positive working relationship with il tearn members and client personnel through sopperative sffort.
Follows through or pramised actichs to ineet management expectations, :
Provide cost saving recommendationsfinitiatives that would add value to the atganization.
Organizes work effectively and completes tasks a3 assigned.
Ensures confingency plans are executer it accordance with training expectations.
Validates applicability of current poficy f procedures prior to use,

.

w 9 & & a & o

Rating: 2

Rating: 2
4. Objective: Accountability
Status: On-going
Begins; August 01, 2008
Enda: Decembar 31, 2008

Specifie Objectivas:
® Model the organizational values.
Not coritribite to any loggable eveni(s) as a result of not being engauged and understanding job assignments.
o Hold self accountable to department expeotations of undarstanding job tasks, asking questians when in doubt, et having a

Production mentality and challenging TEAM members 1o do the right thing,

Rating:2
Overall Rating for this Section: 2

Comiments:

NIA

Specific Objectives 25%

Objective # 1 Have no attendance deficiencies that would result in Attendance Control Policy disciplinary ections.
Status: On~Going Begins: August 1,2008 Enda: December 34, 2008 '
Specific Olijective:  N/A -

Rafing:2

Objective # 2 Have no Safety related injL;ries.

Status: On-Geing Begins: August 1, 2008 Ends: December 31, 2008
Spenific Objective; N/A

Rafing:3

Statue: On-Going *  Begina:  August 1, 2008 Ends: December 31, 2008
Specific Objective:  N/A

Fbj&ntive #3 Not contribute to any signﬁfcaﬁt events (Loggables or vehicle damage) as a result of undesired behaviors.
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i

H:zﬁng:z

Objective #4 Miss no scheduled training and successfully complste all required traning fimely.
Status: On-Going Regins:  August 1, 2008 Ends: Decamber 31, 2008
Specific Objective:  N/A

|
| Rating:3 -
Overall Objective Rating for Grading Periot: 2 .
Comments:
N/A
Recelved & Acknowledged:

| The time and date stamp and typed in signature block (or signed) below indicates that | have seen these ohjectives ahd have
reviewsd them with my mar@ger. / a
M e . Signatuyed
pam |y ooon e | /410 v iov) \ ,ﬁf_f//h J
R Tirdo i
-3 Ap
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2008
performance Objectives & Development Plan
: Reigada, Jose
Rating Pericd August 01, 2008 — December 31, 2008

I. Pogifion

Secutity Officer Date Administerad: 1/2008
il. Personal Informatiot Location: Turkey Point
Performance Rating Poriod: 08/01/2008 — 12/31/2008 Manager: Secil Mack

| Nama: Reigada, Jose

1L Performance Standards
Performance Standards describe a job acceptably done, They establish the paseline or acceptable level of performance and ate the
basis for establishing objectives, All employees ara required to perform satisfaciorily in the standards below regardiess of his/her
lavel, if there Is an gppuriunity identified, there MUST be a SMART (Specific, Measurabie, Approptiate, Reasonable, Timebound)
objactive added to the Objettives section,

Tha following grading criteria will be utifized:

Rating of 1 = Does not meet expeciations (The employee has failed to part of all of the expectations as measurad)

Rating of 2= Meets Expectations (The employee has completed and performed this objective well and has met the intent a8
described to them during the ndministering of these objectives)

Rating of 3= Exceeds Expeclations (The employes has went ahove and beyond what the infent of the objective was and through
those actions has significantly impacted buginess)

V. Rehavior Expestations = 25%
Fecusing on the Customer

« Projects positive and ‘can do” image,

« Seeks to exceed service expectations.

«  Communicates well, with couresy and effectiveness.

WMeasurement: Managers Observation |Rating: 2

Results Attainment A
e Achieves expecied resuls follows procadure expectations, does nat astwhen in doubt, demonstrates questioning
attitude,
s  Completes tasks meeting fraining and or post instruction axpectations.

¢ Readily responds to @ changing work environment and to changing work priorifiss.
Measuremant: Managers Observation ' iRating: 4

Procedure Adherence
Complies with site and company Palicies and Procadures.
Prompt, apprapriate responss to direciives, ,
Maintains appearance and grooming stan dards in accordanoe with Employee Standards Policy.
Remains alert of changing conditions, which impact tha security system affectiveness and estahlishes compengatory measures
in response to degradations. Reporis to 588 immediately.
Understands and ufilizes Security Fundamentale, Hurman Parformance Error Reduction techniques in the performance of duty.
« Executes all assignments and duty performance activities in compliance with site and company poliey and procedure.
¢ Executes daily activities with 4 guestioning attltuds and challenges devistions from procedure or degradations in
security effectivensss,

5 © B &

Measurement: Managers Observation |Rating: 2

Communijcation
w  Listens effectively and responds appropriately.
Shares information with ofhers in a imely, clear, and professional manner.
Wiites and speaks effectively,
Uses positive, non-threatening communication style.

» B8 ©

Measurement: Managers Observation |Rating; 2
Demonstrates apd Drives G4S Vailues




Case: 15-13224  Date Filed: 10/28/2015 Page: 56 of 179

3

Custorer Focus — Have close, open relationehips with our customers that generate trust and work in pattnership for the

utual benefit of our organizations.

Expertisa — Develop and demonsirate our expertise through ouf innowvative and leading edge approach to ereating and

delivering fhe right solution,

Performance - Challenge youtself and your employees to improve performance year-on-year and fo craate long-termn

sustainability.

Best People - always take care to employ the bast peopie, develop their cothpetence, provide opportunity and ngpire

them to live our values,
Integrity - Always be frusted to da the right thing.

Collaboration & Teamwork - Gollaborate with other G4S entifies for the benefit of G4S as a whole.

Measurement: Managers Observation ‘Ra@g: 2

Overall Rating for thiz Section: 2

Commenis:

V. Additional Standards =50%

1. Objective: Promoir TEAMWORK
Status: On-goirng
Begins: August 09, 2008
Ends: Decetrber 31, 2008
Specific Objastives:
Maintaine a cooperative, productive, teamwark environment.
Do what you say you are going ia do,
TRUST BUT VALIDATE.
Demonstrate and reinforce high standards during briefings, meefings act.
Encourages parficipation in use of Seaurity Fundamentals and HU Tools to support event-free petformance.
Encourage/reinforce & oulture that invites openfhonest feedback. Act positively on the feedback.

Embrace and support “bast practices’ proceszes, communicates and enforee these principles.
Acknowledge and accept ownership of a problem until it is resolved.
Efeciively utilize Lessons Learmned and share experiances within the nrganization.
Effectively promate Corrective Action Program.
Actively be engaged in shift activilies.
Promote professionalisit
Sats the example in prafessionalism, appearance and aftendance.
Assist the TEAM to achieve organizational goals.
Promote YWNS action plan te improve site performance,
1. Imptove Safety culture
2, improve attendance

» 4 € » B ®

s » % h B 2 @& & ©

Rating: 2

2. Objective: Promete Atlendance’
Status: On-going
Begins: August 01, 2008
Ends: December 31, 2008
Specific Objecflves:
¢ Reports io work punciually and as scheduled.
¢ Prepares mentally and physically to repori to work and executes assigned duties.
¢ Prompily and punctually relieves team members from post of duty assignmerts.
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Np attendance discipiing,

’ s Repotts to work and remain fit for duty, notifying he 5SS of an Inability to perform tasks for any teasen.
®
s Has not received documented counseling (s) for attendance 1AW the company's Attendance Policy.

Rating: 3

3. Objective: Provide Customer Service
Status: Qn-going
Beging: August 01, 2008
Ends: Decermber 31, 2008
Specific Objectivas: :
Provides timely, tharough, accurate and etfective uptlates fo shiit Supervision, Frovides proactive solutions to problems.
Maintains @ positive working refationship with ali tsam membets and client personnel through cooperative effort.
Eollows fhrough on promisad actions to meet managernent expectations. )
Provida cost saving recommendations/iniiatives that would add value to the organization.
Organizes work effectively and completes tasks as assigned.
Ensures contingency plans are executed in aceordance with training expectations.
validates applicability of current policy / procadures prior fo use,

2 » © € € ¥ &

Rating: 2 ) .

Rating: 3

4. Objactive: Accountabiiity
Status: On-going -
Benins: August 01, 2008
Ends: December 31, 2008

Specific Objectivest
« Mode! the otganizational values. .
@ Net contribute to any loggable event(s) as & result of riot heing engaged and understanding joly assignmenis.

Hold self aesountable to departrment expectations of understanding job tasks, asking questions when in doubt, not having a
Produttion mentakity and chaftenging TEAM members 14 do the right thing.

n

Rating:3

Overall Raiing for this Section: 3
Commaents:

Specific Objectives 25%

Objective 1 Have no aitendance deficienties that would result in Atiendance Control Policy disciplinary actions.

Status: On-Going Begins: August 1, 2008 Ends: December 31, 2008
Spocific Qbjective; N/A

Rating:3

Objectiva$# 2 Have no Safety related injuries.

Status: On-Going Begins: August1, 2008 Ends:  Decerber 31, 2008
Specific Objactiver  N/A

Rafing:3

Objective #3 Not contribute ta any significart events {L.oggables or vehicle damage) as a result of undesirad behaviors.

Status: On-Going Begins:  August 1, 2008 Ehds: December 31, 2008
| Specific Okjective: N/A
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Rating:3

1 fom—

Objective # 4 Miss no soheduled fraining aniﬂ successfully complete all required training fimely.
Status: on-Going Begins: August 1, 2008 Ends: December 31, 2008
Specific Objective:  N/A

Rating:3 .
Overall Objective Rating for Grading Pericd: 3
Comments:

Roceived & Acknowledged:
The firae and date stamp and fyped in signature block (or signed) balow indicates that | have seen these objectives and have

Date: \ 8- 03-049 Time: o (,:( 5(’? ‘éighature:

reviewed them with my manager. P '
A. Kopgato-
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T 2008 ]
Performance Objectives & Development Plan
Torres, Nadia
Rating Period August 01, 2008 — December 31, 2008

i. Position

Security Officer Date Administered:

11, Personal Information ’ Location; Turkey Point
Performance Rafing Period: n&/01/2008 — 1213172008 Manager: Cecil Mack

Name: Totres, Nadia

Il Performance Standards.

Performance Standards describe a job acceplably dona, They establish the baseline or acczptable jevel of parformance ahd are the
basis for establishing objectives. All amployces are required to perform satisfactorily in the standards below regardiess of hig/het
level. If there is an opportunity identified, there MUST be 3 SMART (Specific, Measurable, Appropiigte, Reasanabile, Timebound)
objestive added to the Objectives section.

The following grading eriteria will be utilized:

Rating of 1 = Does not meet expesctations (The employse has failed to part or all of the expeciations as measured)

Ralingof 2= Megts Expectations (The employee has complsted and performed this objective wall and has met the intent as
described to them during the adrainistering of these objectives) .

Rafing of 3= Exceeds Expectations (The employee has went above and beyond what the intent of the objective was and through
shose aciions has significantly impacted business)

IV. Behavior Expectations =25%

Focusing on the Customer,
» Projects positive and “can do” image.
o Beeks to excead gervice expactations,
o Communicates well, with courtesy and effectiveness,

Measurement: Managers Observation ) lRaﬁxg;Z
Resulis Attainment
«  Achieves expected results follows procedure expectations, dues not act when in doubt, demonstrates questioning
atiitude.
» Completes tasks mesting training and or post instruction expectations.
s Resdily responds to a changing work anvirorment and to changing work priorities.

Measurement: Managers Observation | Rating:_2

Procedurs Adherence

» Complies with site and company Policies and Procedures,

s Prompt, appropriate response to diretives.

» Maintains appearance and grooming standards in accordance with Employse Standards Policy. .

» Remains alert of changing condfions, which impact the sscurity system effectivenaiss and establishes compensatory messures
in response o degradations. Reports io 438 immediately.
Understands and utilizes Security Fundamentals, Human Parformance Error Reduction technigues in the performance of duty. '
» Executes zll assignments and duty performance activities in compliance with slte and company policy and procedure.

« Executes daily activifies with a questioning attitude and challenges deviations from procedure or degradations in
secutily effectiveness. .

L]

Measurement: Managers Observation [Rating: 2

Communication
« Listens effectively and responds approptiately.
«  Sheares information with others in & fimely, clear, and professional manner.
s Wiites and speaks effectively.
»  Uses positive, non-threatening communication style.

Measurement: Managers Observation |Rating; 1
Defiongirates and Drives G4S Values
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—

Customer Focus — Have close, open relationships witt our customers that generate frust and work in parinership for the
mmutual benefit of out organizations.

Expertise — Develap and demonstrate our experfise through our infovative and leading edge approach to creating and
deliveting the right solution.

Parformance - Challenge yourself and your employees to improve performance year-on-year and to create long-term
sustainability.

Best People - always take care to amploy the best people, develop their competetice, provide opportunity and inspire
them to five our values. .

Integrity = Always be tfrusted fo do the right thing.

Collahoration & Teamwork - Collnborate with other BG4S entities for the benefit of G4S as a wholg.

Measurement: Managers Observation [Rating: 2
Overall Rating for this Sectiot 2

\|700m ments:

V. Additional Standards =50%

e & K B V¢ ®

’ll..'.lh

1. Objective: Promote TEAMWORK

Status; On-going

Begins: August 01, 2008

Ends: Decemnber 31, 2008

Specific Dhjectives:

Mainkaine a cooperafive, productive, teamwork enyironment.

Do what you $ay you afe gring to do.

TRUST BUT VALIDATE. .

Demonstrate and reinforee high standarde duting briefings, meetings ect. .

Encourages paticipation in use of Security Fundamentals and HU Tools ta support event-free performance.
Encouragefreinforce a culture that invites openfhonest feedback. Act positively on the feadback,

Embrace and suppord “hest practices” processes, communicates and enforce these principles.
Acknowledge and accapt ownership of a problem until it is resolved.
Effectively utiliza Lessons Leamed and share expetiences within the prgarization.
Etfectively promete Corrective Action Frogram.
Actively be engaged in shift activities. '
Promate professionalism
Sets the example in professionalism, appearance and gitendance.
Assist the TEAM to achieve organizaticinal goals.
Promote WNS action plan in improve site perfarmance.
1. Improve Safety culture
2. improva attendancr:

Rating: 2

P

Objective: Promoie Attendance

Status: On-going

Begins: August 01, 2008

Ends: December 31, 2008

Spacific Ohjectives:

Reports 1o work punctually and as scheduled,

Prepares mentally and physically to report to work and executes assighed duties.
Prompily and punctually relieves team members from past or duty assignrents.
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« Reports to work and rermain fit for duty, r;ctifying the SSS of an insbifity 1o perform tasks for any réason.

« No attendance discipline.
+ Has not received docummanted counsefing () for attendance 1AW the sompany's Atiendance Policy.

Rating: 1
3. Objective: Provide Customer Service
Status: On-going
Beging: August 01, 20086
Etds: December 31, 2008

Specific Objectives:
Provides timely, tharough, accurate and effective updates fo shift Supervision. Provides proactive solltions io problems.

Maintains a positive working relationship with all team merbers and client personnel through cooperative effort.
Fallows through on proftised actions ta mest management expectations.

Provide cost saving recormmendations/initiatives that would zd value to the organization.

Orgarnizes work effectively and completes tasks as assigned,

Ensures contingency plans are executed in aocordance with training expectations.

Validates applicability of current policy / procedures prior to use.

vy & » » & ® 9

Rafing: 2

[ Rating: 2_
4. Objestive: Accountability
Siatus: On-going
Begine: August 01, 2008
Ends: December 31, 2008
Specifie Objectives:
- Model the organizational values.
Not contribute to any joggable event(s) as a result of not being engaged and understanding job assignments.
- Hald self accountabie to depariment expectations of understanding job tasks, asking guestions when in doubt, not having a
Praduction mentality and ehallenging TEAM members fo do the tight thing.

Rating:2 e
Overafl Rating for this Section:

Comments:

Specific Objectives 25%

Objective #1 Have no attendance deficiencies that would result in Attendance Control Policy disciphinary actions.
Status: Oon-Going Begins: August, 2008 Ends: December 31,2008
Specific Objective: N/A

Rating:1

Objective # 2 Have no Safely retated injuries.
Status: On-Geing Begins: August 1, 2008 Ends: December 31, 2008
Specific Objective:  N/A

Rating:2

Objective #3 Not contribute to any significant events (Loggables or vehicle damage) a5 a result of undesired behaviors.
Status: On-Golng Baegins: August1, 2008 Ends; December 31,2008

Specific Objective;  N/A

e A
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Rating:2

Dbjectiva #4 WMiss no scheduied training an

4 successfully complete all required training tirmely.

Status: Dn-Going Begins: August 1, 2008 Ends: December 31, 2008
Specific Objective:  N/A

@mg:z ‘

Overall Objective Rating for Grading Periog: 2

Comments:

Received & Acknowledged:

The time and date stamp and fyped in signatur

o block (or signed) below indicates that | have se=n fhese objectives and ha@’—\

reviewed them with my manager,
lia\l:@.-: O I’3 Oa @{ Time:

1242

Signature:
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EMPLOYER’S EXHIBIT 11
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2008
~ Performance Objectives & Development Plan
Cecil Mack
Rating Period January 01, 2009 — December 31, 2009 __

I. Position

Shift Lieutenant Date Administered:

1. Personal Information Location: Turkey Point
Performance Rafing Period: 01/01/2009 — 12/31/2008 Manager: Capt Ferrer
Narme: Cecil Mack

|l Performance Standards

Performance Standards describe a job acceptably done. They establish the baseline or acceptable level of performance and are the
basis for establishing objectives. All employees are required to perform safisfactorly in the standards below regardless of his/her
level. If there is an opportunity idenfified, there MUST be a SMART (Specific, Measurable, Appropriate, Reasonable, Timebound)
objective added to the Objectives section. '

The following grading criferia will be ufiized: .

Rafing of 1= Does not meet expectations (The employee has failed 1o part or all of the expectations as meastrsd)

Rafing of 2= Meets Expeciations {The employee has completed and performed this objective well and has met the intent as
described to them during the administering of these objectives)

Rating of 3= Excseds Expectations (The employee has went above and beyond what the infent of the objective was amd through
those acfions has significantly impacted business)

iV, Behavior Expeciations = 25%
Focusing on the Customer
« Projects positive and “can do" image..
e Seeks to exceed service expeciations..
»  Communicates well, with courtesy and effectiveness.

Measurement: Managers Observation |Rating: 3

Resulis Attainment
« Achieves expected results on time.
» Manages conflicting demnands on fime by identifying and focusing on priorities.
s Readily responds to a changing work environment and to changing work priorities.

Measurement: Managers Observation |Rating: 2

Seiting Stratedgic Direction
. Communicates a vision for the future and determines strategies to accomplish it.
«  Keeps elements of the strategy consistent, practical, achievable and complimentary.
» Seeks to deploy strategies that will generate shore-term gain and long-term success for all stakeholders.

WMeasurement: Managers Observation |Rating: 2

Communication
« Listens effectively and responds appropriately.

o  Shares information with others in a timely, clear, and professional manner.
s Writes and speaks effectively.
s Uses positive, non-threatening communication style.

Measurement: Managers Observation |Rating: 2

Demonstrates and Drives G4S Values

Customer Focus — Have close, open relationships with our customers that generate trust and work in partnership for the
mutual benefit of our organizations.

Expertise ~ Develop and demonstrate our expertise through our innovative and leading yedge approach to creating and
delivering the right solution. .

Employer Ex. 11
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Performance - Challenge yourself and your employees 1o improve performance year-on-year and fo create long-term
-sustainability.

Best People — always take care to employ the best people, develop thelr competence, provide opportunity and inspire
them to live our values.

Integrity — Always be irusted to do the right thing.

Collaboration & Teamwork ~ Collaborate with other G4S5 entities for the benefitof G4S as a whole.

NMeasurement: Managers Observation ]Raﬁng: 2

Overall Rating for this Section: 2.2

Comments:

V. Addifional Standards ‘= 50%

1.

. a « 9 @ O ® B e & & € D

» 2 5 8 4

Objective: Promote TEAMWORK

Status: On-going

Begins: January 01, 2009

Ends: December 31, 2009

Specific Objectives:

Maintains a cooperative, productive, teemwork environment,

Do what you say you are going fo do.

TRUST BUT VALIDATE.

Demonstrate and reinforce high standards during shift briefs, meetings etc.

Develops employees through job coaching/mentoring and performance feedback.

Encourages participation in use of Security Fundamentals and HU Toals fo support event-free performance.
Encourage/reinforce a culture that invites open/honest feedback. Act positively on the feedback.

Embrace and support "best practices” processes, communicates and enforce these principles.
Acknowledge and accept ownership of a problem uniif it is resolved.

Effectively utilize Lessons Leamed and share experiences within the organization.

Celebrate and provide positive recognition when warranted.

Effectively promote use of Corrective Action Program.

Actively be engaged in shift activities. Know what Is going on with your shifts.

Be consistent in the application of WNS procedures.

Effectively communicate expectations and provide adequate oversight to ensure projects are compieted as expected.
Ensure completion of minimum four (4) observations monthly (one (1) per week),

Actively engage work force to present ideas for cost improvement opportunities.

Promote professionalism

Sets the example in professionalism, appearance and attendance.

Builds an atmosphere of mutual trust, respect, cooperation and integrity.

Cultivates commitment and engagement of the team to achieve organizational goals and assignments,
Proactively addresses any influence that impact the team’s performance.

Understand and leam fo initiate CR's and W/O.

Promote WNS action plan fo improve site performance.

improve Safety culture

Improve attendance

Improve Leadership

Improve recognition & rewards

W N

Rating: 2

2. Objective: Labor Relations

Status: On-going
Begins: January 01, 2009
Ends: December 31, 2009
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Specific Objectives:

° Knows/understandsfrecognizes and abides by the confines of the local Collective Bargaining Agreement to prevent violations.
» _ Maintains positive working relationship with and observes the rights of the Client and all employees.

. Appropriately address alf officlal concerns and complaints forwarded by employees through proper processes {Examples
Intimidation, Harassment, Compliance violations, Safe-2-Say allegations efc.

® Fair and objective foward employees in making decisions and assignments, and issuing discipling.

Rafing: 2
3. Objective: Provide Customer Service
Status: On-going
Begins: January 01, 2009
Ends: December 31, 2009
Specific Objectives: .
« Provides timely, thorough, accurate and effective updates to SSS pertaining to shift status. Provides proacﬁ\ze solutions to
problems.
« Maintains a positive working relationship with all team members and client personnel through cooperative effort.
Follows through on promised actions and manages the Security Team performance o meet management expectations.
Provide cost saving recommendations/initiatives that would add value fo the organization.
Organizes work effectively and uses available resources.
Ensures confingency plans are in place fo overcome tssues or events that may be a barrier to achieving goals.
Meets timelines and commitments, ’
Validates applicability of curent policy 1 procedures prior to use.

e & © & o 0

Rating: 2

Rating:

4. Objective: Accountability
Status: On-going
Begins: January 01, 2009
Ends: December 31, 2009

Specific Objectives:
. Model the organizational valtes.
. Not coniribute to any loggable event(s) as a result of failure to provide/ensure adequate PJB for any Infrequent or First time
evolution. ' )
. Hold employees accountable fo organization, department and team processes, methodology (e.g. Security

Fundamentals, SCWE, Safety, HU)

Rating: 1

Overall Rating for this Section: 1.8
Commemnts: Lt Mack you had a Oral Warning issued for Unsatisfactory job performance on 01/11/09 (Not turning in your
required monthly drills on fime). You have improved during the rest of the year. -

Specific Objectives 25%

Objective #1  No attendance issues that result in discipline application of the WNS Attendance Control Policy.
Status: On-Going Begins: .January 01, 2009 Ends: December 31, 2009
Specific Objective:  N/A

Rafing: 1
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Objective # 2 Successful completion of monthly objectives.
Status: ' On-Going Begins:  January 01, 2009 Ends: December 31, 2008
Specific Objective: Complete 1 observation per week and document on appropriate form a total of 4 per month.

Rating: 2
Objective #3 Complete quarterly One - on— One with respective Officers.
Stafus: On-Going Begins: Januvary 01, 2009 Ends: December 31, 2008

Specific Objective: N/A

Rafing: 2

Objective #4 Complete required drill expectations. Four (4) per month. Limited Scope/Table Top/Respanse/Performance

Status: On-Golng Begins: January 01, 2009 Ends: December 31, 2009
Specific Objective: Contact SSS if assistance Is needed to complete task.

Rating: 1

Overall Objective Rating for Grading Period: 1.8 .

Comments: Lt Mack you are a very knowlegeable individual. You demonstrate professionalism on a dally basis. In 2010 | would ke
for you to work on your attendance, Also | would like for you fo complete and tumn in required observations and monthly drills on
time. On 4/23/09 you received a written reprimand and one day suspension for 3" |ate in a rolling twelve month. On 5/2/09 you
recelved a written reprimand and ons day suspension for o™ jate notification caliout.”

Recelved & Acknowledged:

The fime and date stamp and typed in signature block (or signed) befow indicates that | have seen these objectives and have
reviewed them with my manager.

e N TS il TP i (O

\*.—:)\__/
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EMPLOYER’S EXHIBIT 13
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B

Training Coordinater

Employer Ex. 13

Administrative Assistants Roy McCloud
Carolyn Morgan
Trng. Clerk
Dave Gilbert
L ) j i 1
mv.ao.wmm Ggwaw FFD Trang. Inst. Trng. Inst. Trag. Inst. Trong. Inst. Trog. Inst.
icole Gonzalez Karen Lopez R. Jolliffe G. Secola N/A. S. Thompson R. Rosello
1 ) i B [
A-Team SSS B-Team SSS C-Team SSS D-Team SSS E-Team SSS
Charles Feldman Quintin Ferrer Kevin Reves Charlotte Johnson Raymel Perez
i i ) L1 7
Security Supervisors Security Supervisors Security Supervisors Security Supervisors Security Supervisors
(7) - Lieutenants (7) - Lieutenants (7) - Lieutenants (7) - Lieutenants (7) — Lieutenants
] ] ) . =l
mﬂ. Security Officers 1 Security Officers Mnu Security Officers m Security Officers Security Officers
36 36 36 36 36

September 4, 2009
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EMPLOYER’S EXHIBIT 16
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RSS TURKEY POINT PAGE  ©3/87

Wackenhut

EMPLOYEE DISCIPLINARY/CORRECTIVE ACTION NOTICE
EMPLOYEE NAME: Stith, Crysfal DATE: 10/28/09

AREA: PTN FACILITY:PTN SEN (LAST 4 DIGITS ORLY): 9198

TYPEOF AGTION:  [7] ORAL WARNING B WRITTEN WARNING

[] FINAL WARNING: Your job is in jeopardy. Falitre to comply with the conditions of this warning wil
resglt in your termination

3 SUSPENSION for 1 days {"] DISCHARGE

REASON(S) FOR DISCIPLINARY AGTION:
On 10/28/09 you reparied Iate fo wark amving at 0741 hrsThis is your thind late It a twleve morth period, Fer WNS Pelicy 107

this Is = Level 1l violation and you are recciving 8 written reprimand and 4 vne day suspension,

Prigr lates; 97114/09 Late in at 1048 trs
5/25/09 Late in af 0855 hrs

CORRECTIVE STEPS REQUIRED:
Al Becurity Force meptibers must ps present and ready to skart shift no later than 0540 krs.

ACTION TO BE TAKEN IF ISSUE IS NOT CORREGTED;
Bhould yot repeat this offense again before 05/25/10 you will be fsstied further disciplinary actions which could lead to

terminatio.

SURERVISOR'S REMARIKS:

EMPLOYEE'S COMMENTS:

SIGNATURE OF EMPLOYEE: - bl DATE: -2 el

(Slgnsture does net meah agreemeant, but acknowtu (K5

SIGNATURE OF SUPERVISOR: /"yw.. ,?7/? ‘ e DATE: o/ 8]0
L~

SIGNATURE OF WITHESS: DATE:

WE-DZ3 (D9/010T) hispasition of Form: Personnal File ' Page 1 of 1

Employer Ex. 16
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PAGE B5/87
94/27/2818 12:42 7862434648 RSS TURKEY POINT

e | s
Ghmant 1

Revisic:}t 4 EMPLOYEE DlSClFLINARYICORRECTNE ACTION NOTICE Wackenhut
EMPLOYEE NAME:  CARLOS ROJAS DATE: &5 Az,//?a-a 7
AREA: Seourly FACILITY: _ Turky Point Pl SS# 505848080

TYPE OF ACTION: [J ORAL WARNING B WRITTEN WARNING

7 FINAL WARNING: Your job is It jeopardy. Failure to ¢omply with the conditions of the warntng wilt
rasult in your teprination.

X SUSPENZION for 1 Days. 7 DISCHARGE

REASON(S) FOR DISCIPLINARY AGTION; -
On 05/19/07 you did not show up for work nor did you notify administration of your whereabouts..
This is considered a No Call No Show per WNS policy 107 section 4.18. Mr Rojas, Pursuant to
WNS policy 107 you are receiving a Written Warning and a One Day Suspansion effective 05/21/07
and return fo work on 05/24/07.

GORRECTIVE STEPS REQUIRED:
STAR.

ACTION TO BE TAKEN IF ISSUE I§ NOT CORRECTED: , ‘
‘Pursuant to WNS procadure 107 another infration of this type before 05/18/08 could rasult in
Termination of employment with the Wackenhut Corporation..

SUPERVISOR'S REMARKS:

Mr. Rojas, | am sure that with your level of professionalism you will take the necessary steps to
avoid this from becoming a recccuring issue. You need fo manage your time more wisely and in the
Juture notify management in a timely manner.

EMPLOYEE'S COMMENTS: /

SIGNATURE OF EMPLOYEE: é patE:  CF *
nowlsdges fhat action wag taken)

(Signature does net maan agresmant but a
SIGNATURE OF SUPERVISOR: T Brwrdr J L g, DATE: D1 /)
SIGNATURE OF WITNESS: - |/ K« ” bate: _Qy ({2 O

Wo23 (06730/08) Disposition of Fonm: Personnel File
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B4/27/2018 12:17 7862434648 RSS TURKEY POINT PAGE 84/05

WNS 108 i

Atta 1] ; \-S
A EMPLOYEE DISCIPLINARY/CORRECTIVE ACTION NOTICE  wackenhut

EMPLOYEE NAME: _Donado, Attialdo » DATE: _ 8/10/08
AREA: WA FACILITY: _PTN sSH:  NA
TYPE OF ACTION: 1 ORAL WARNING B WRITTEN WARNING

[ FINAL WARNING:  Yourob In in Jespardy. Failure to comply with the condidons of the warning will
result in youl temnination,

[] SUSPENSION for Days. [1 DISCHARGE

REASON(S) FOR DISCIPLINARY ACTION:

On 7/9/08 you damaged a Security vebicle at the Fossil Gate. While driving up to the Fossil Gate fo
perform a search you pragesded to drive past two parked vehioles which resuited in you siriking the
lift gate on the back of one of the parked vehicles. This resulted in you causing damage to the
Securlty Vehicle. Per WNS Policy 108 this is a Level Il violation (unsatifactory job performance in
the opinion of management) and you are being issued a written reprimand.

CORRECTIVE STEPS REQUIRED:
All Security Force mermbers must be aware of their surroundings while conducting daily activities.
Do not take short culs in our activities - Stop, Think, Act, and Review the situations.

ACTION TO BE TAKEN IF ISSUE IS NOT CORRECTED:
Should you repeat this offense again bafore 7/0/09 you will be issued a written reprimand and a one
day suspension.

SUPERVISOR'S REMARKS:
Officer Dohado, despite the undesired outcome of this event | want to commend you on reporting
this event to Supervision as soon as the event took place and taking ownership of the situation.

EMPLOYEE'S GOMMENTS: 4 :
SIGNATURE OF EMPLOYEE: . A - DATE: _&wg

(Signature does not mean agresment but acknowdedges! tat attion wis taker)

l

- &i;&’ f:% §\ f.-_—: DATE: 3//1/;:‘2
SIGNATURE OF WITNESS: _ %z’ *{/ % P DATE: B[4 Jow
/ 1

W-23 (08/30/06) Disposliion of Fomy Personns! File

SIGNATURE OF SUPERVISOR:
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84/27/2018 12:17 7862434648 R5S TURKEY POINT PAGE  B3/85
WNS 108 4‘5
Aftachinant 4
Ravigion 4 EMPLOYEE DISCIPLINARY/CORRECTIVE ACTICN NOTICE Wackenhut
EMPLOYEE NAME: _ Amaldo Donade DATE: _(94f ‘/ 2 K; A)é’-’“

AREA:  Sacurily FACILITY:  Turky Point Plant - 88 551-08-8088
TYPE OF ACTION: 1 ORALWARNING WRITTEN WARNING

[) FINAL WARNING:  Yourjob ls in Jeopardy. Failura fo comply with the onnditions &f the warning wil
resblt in your emination.

[ SUSPENSION far Days. [0 DISCHARGE
REAGON(S) FOR DISCIPLINARY AGTION: .
On 4/23/07 you were late for work because you for got your badge an amived to work at 1800 hrs,

This is your second late in a rolling twellve month period and Pursant to WS 107 you are recelving
a written reprimand. '

CORRECTIVE §TEPS REQUIRED:
STOP THINK ACT REVIEW.

ACTION TO BE TAKEN IF ISSUE IS NOT CORREQTED: .
Pursuant to WNS procedure 107 another infraction of this type befare 01/04/08 could resultin
written reprimand and one day suspension.

SUPERVISOR'S REMARKS: _
Mr.Donado, | am sure that with your leve) of professionalism you will take the necessary steps fo
avoid this from becoming a re-ouourring issus.

EMPLOYEE'S COMMENTS: .
SIGNATURE OF EMPLOYEE: i J. ,!.).«- Q . paTE; O9 604
(Sighature does not maan agrestrent but acknowlatifes et action was taken)

SIGNATURE OF BUPERVISOR! e%uw;// m@n& oure: 04/, M/O Yl

SBIGNATURE OF WITNESS: DATE:

W23 (Q5/30/08) Disposition of Ferm: Personngl File



Case: 15-13224 Date Filed: 10/28/2015 Page: 75 of 179

@4/27/2818 12:17 7862434540 RSS TURKEY POINT PAGE 05/85

Wackenhut Atachant

ENMPLOYEE DISCIPLINARY/CORRECTIVE ACTION NOTICE

EMPLOYEE NAME:  _Arnaldo Doriado patE: _12/18/08 .
AREA: _Seturity __ FAcwTY: _Training s 591-08-8088
TYPE OF AGTION:  [X ORAL WARNING [T] WRITTEN WARNING

’ [::! FIAL WARNING: Yoy Job 1s In jeopardy. Faliure fo comply with the eenditions of the warming will
result In your terination.

[} sUSPENSION for Days.  [_] DISCHARGE

REASON(S) FOR DISCIPLINARY ACTION:
vou did not repart to Training by the recuired time on 12/18/08.

P

CORRECTIVE STERS REQUIRED:
In accardance with WNS Policy 108, yod arg iasyed an oral waming.

ACTION TO BE TAKEN IF (SSUE IS NOT CORRECTED:
In accordance with WNS Pollcy 108, you wilf he issued & wiltten warning If apother tardy ooours within the next
Twelve {12) months.

SURERVISOR'S REMARKE:

EMPLOYEE'S COMMENTS:

A
SIGNATURE OF EMPLOYEE: ,‘V’L/-: / 7}— ST DATE: // t,f/{ﬁf{'v

(Signature does not mean agreement bit aclcncwlgdgaa Hﬁ,ﬁ!/acilon was fakan)

SIGNATURE OF SUPERVISOR: _ W : DATE. _/ _/gg;;: .
8 C{/ 17
SIGNATURE OF WITNESS: DATE:

V=23 (D6/30/05) . _Disposition of Form: Parsonnel File
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PaGE  82/87
p4/21/2018 12:42 7862434648 RSS TURKEY POINT

e | s
ehment 1

Revision 4 EMPLOYEE DISCIPLINARY/CORRECTIVE ACTION NOTICE Wackenhut
EMPLOYEE NAME:  Crystal Smith - DATE: 040508

AREA:  NIA FACILITY:  PTN §S# 501649108

TYPE OF ACTION; B ORAL WARNING [T WRITTEN WARNING

3 FINAL WARMING:  Your JobrIs In jeopardy, Fallure to comply With the conditions of the waening wil
resulf in your terrnination,

7] sUSPENSION for Days, [J DISCHARGE

REASON(S) FOR DISCIPLINARY ACTION:

On 03/24/08 you reported to training late at 0430 hrs because you overslept, This is your first late in
a rolling twelve month period. Per WS Policy 107 this is a Level I violation and you are receiving
a verbal counseling.

A |

CORRECTIVE STEPS REQUIRED:
All Security Force members must be present for fralning at the scheduled time, in this case 0400hrs.

AGTION TO BE TAKEN IF ISSUE IS NOT CORRECTED! o '
Should you repeat this offense again before 03/24/09 you will be issued a written reprimand.

_SUPERVISOR'S REMARKS:

»
TR TN NG| At A M e S S B it 0 4 SE s Gy kA% heta o) Y g R s Sy et 3 P & e e Atbet et e farm A6 03 814 ke AT W o ens b cditraes § 1+ trs o wbod & e memmieny bt y snmren

EMPLOYER'S COMMENTS:

SIGNATURE OF EMPLOYEE: /; .

SIGNATURE OF SUPERVISOR; pare: 470 - of
SIGNATURE OF WITNESS: DATE:

W-23 (DE/30/05) . Disposition 6f Form: Persennel Flle

J
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QINT PAGE  BG/B7
A4/ 27/2818 12:42 7852434640 RSS .TURKEY P )
ot | d.s
. chment 4
e hmen EWPLOYEE DISGIPLINARY/CORRECTIVE ACTION NOTICE  \wgepenpy
EMPLOYEE NAME:  RUBEN RODRIGUEZ DATE:  6/2107
AREA: Securig_ BACILITY: Tuﬂfx Point Flant S5 & N/A
TYPE QF ACTION: X ORAL WARNING D WRITTEN WARNING

[J FINALWARNING:  Yeur Jeb 7o in Jeopardy, Faflure to comply with the contitions of the waming wil
rezult i your termibation.

[ SUSPENSION for Days. [ DISCHARGE

REASON(S) FOR DISCIPLINARY ACTION:
Employee did not report to work at the designated time of 0530.

CORRECTIVE STEPS REQUIRED;
Report to work by the designated starﬂng, notify supamsxon if this Is not possibie.

AGTION TO BE TAKEN [F ISSUE IS NOT CORREGTERD:
In accordance with WNS Policy 107, a second late within twelve (12) months will result in additional
disciplinary action.

SUPERVIBOR’S REMARKS:

ENIPLOVEE'S COMMENTS:

SIGNATURE OF EMPLOYEE: 7%/564 DATE: 5 / 'QQ?/%‘

(Signature does not mean agreement bul acknowledges that action was taken)7

SIGNATURE OF SUPERVISOR: /{ﬁ@__. DATE: !’z%’,/ / &:ﬁ, ‘

‘ N
SIGNATURE OF WITNESS: ) DATE:

W23 (06/30/05) " Dispasition of Form: Persannel File
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B4/ @7
RSS TURKEY POINT PAGE
p4/27/2018 12:42 7862434640

wtzs 108 gis

Attachmant 1

el EVIPLOYEE DISCIPLINARY/CORRECTIVE ACTION NOTICE (o o

EMPLOYEE NAME: Alancia Singh DATE:  1/25/07

AREA:  Seccurlty EACHITY: _Turkey Point 85 #:

TYPE OF ACTION: 5 ORAL WARNING l:] WRITTEN WARNING

[ FINAL WARNING: Your Jolbvis I jeapardy. Failura ta estply with the condiiens of the warning wili
rasult in your fermingtion,

] susPENSION for Days, O DISCHARGE

REASON(S) FOR DISCIPLINARY ACTION:

In accordance with WNS Policy 107, an oral watning is being issued because employea did not
report to worlk by the required starting time of 0530. Employee reported @ 0533, This sl the
employee's first late report.

CORRECTIVE STEPS REQUIRED: ,
Adjust morning time schedule so that you will repart to work on time.,

ACTION TO BE TAKEN IF ISSUE IS NOT CORRECTED:
In aceordance with WNS Policy 107, another late report prior to 1/28/08, will result in additional
disciplanary action.

SUPERVISOR'S REMARKS: _
I belisve that it Is your desire to be on time. Let me know if there id anything | can do ta help you
succeed.
EMPLOYEE'S COMMENTS:
SIGNATURE OF EMPLOYEE: / pare: |~ 6~ 07
{Signature does not mean agreemant but acknuw:a/daea that action was ta ]
sonaTuRe oF sursRvisor: (£ Lot s pare; (20 =07
[R Lo
SIGNATURE OF WITNESS: . : DATE:

W-23 (06/30/06) Dispasition of Fetm: Personnel File
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POLICY MANUAL @{5
WPO-1311 (RSS) REGULATED SECURITY SOLUTIONS Wackenhut
Fow!imERLY PROMOTION . EFFECTIVE REVISION
S 111 POLICY AND PROCEDURE November 02, 2007 3
1.0 PURPOSE

1.1 The purpose of this procedure is o establish a standard for promotion of Regulated
Security Solutions (RSS) Security force personnel. ‘

2.0 DEFINITIONS

2.1 TheDAisthe Desighated Alternate for the RSS Project Manager or Security Shift
Supervisor

2.2 Securty Shift Supervisdrs are defined as the highest-ranking RSS supervisoron a
security shift. :

2.3  The promotion board is defined as a board comprised of ind ividual% selected by the
 Project Manager to recommend individuats for promotion,

2.4  Promotion is defined as advancement to a position above the security officer
classification, exduding the Project Manager Position.
3.0 RESPONSIBILITY

3.4 The RSS Project Manager/DA is responsible for administering this procedure for
employees under his/her supervision.

3.2 Security supervision is responsible for administering this procedure as it applies o
employees under thelr supervision, including:

3.2.1 Ensuring that all RSS employees understand and acknowledge the requirements
of this procedure. "

Frank Finch 01.01.2007

Prepared By Date

Shawn Kirven 01.01.2007 | Eric Wilson 01.01,2007
Reviewed By Dats Approved By Date

This decument is proprietary to The Wackenhut Corporation
Page1of 5

- Employer Ex, 17
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POLICY MANUAL @@
WPO-1311 (RSS) REGULATED SECURITY SCOLUTIONS Wackenhut
FORMERLY PRONOTION EFFECTIVE REVISION

VINS 119 POLICY AND PROCEDURE 3

November 02, 2007

33 Al RSS employees are responsible for knowlng the contents of this Prometion
Procedure. '

4.0 POLICY

44  This procedure outlines the guidelines to be used by the Project Manager/DA.
Development of the examinations, oral questions and grading sheefs to be used forthe.
promotion process is the responsibility of the site Project Managet/DA. These shall be
approved by the Director, Nuclear Opetations or the Vice President, Nuclear Operations,
prior to use. Questions (written and oral) must be administered consistently.

441 The grading categories in Section 4.0 of this procedure shall be weighted
equally. ‘

4412 The Project Manager/DA will develop a grading point system for each category
taking into consideration the waighted value requirements in Section 4.1.1. This
grading point system shail be reviewed by the Director, Nuclear Operations
and/or the Vice President, Nuclear Operations prior to use. Any grading point
system must be administered consistently.

42 Management Testing or Profile Inventory testing shall not be used in the promotion
process. .

4.3 The RSS palicy for filling new positions, open positions of vacancies in the supervisory or
staff ranks is to promote from within the organization whenever possible, When
vacancies oceur, an evaluation will be conducted and the "best qualified” employee will
be selected.

4.4 RSS management may temporarily fill the vacant position without following the promotion
policy. The selecfion of an interim replacement is at the discretion of RSS management.

45 Vacancies wilt be posted, Posting shall contain all pertinent information about the
position and shall be posted a minimum of ten (10} days prior to the deadline for
submitting resumes or letters of interest. Ata minimun, the following information shall be
contained in the position posting. :

This document is proprietary fo The Wackenhut Gorporation
Page 2ol § :
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POLICY MANUAL - - @ A
WPO-1311 (RSS) REGULATED SECURITY SOLUTIONS Wackenhut
FORMERLY PROMOTION EFFECTIVE REVISION
WNS 111 POLICY AND PROCEDURE November 02, 2007 3

« Position Title.

» Shift and Hours.

« Salary or Hourly Wage. \

« Minimum Requirements for the Position {experience, required skills, armed

4.6

4.7

4.8

4.8

4.10

~ qualification, physical requirements, training, etc.).
» Job Description (duties, responsibilities, physical requirements).
o Time period for submitting resumes or letters of interest.

The minimum requirements for sach position posted shall be determined by the site
Project Manager/DA. :

Resumes and/or letters of inierest shall be submitted fo the Project Manager. Upon
receiving all resumes or letters of interest, the Project Manager/DA shall conduct a basic
review to see that each individual meets the minimum requirements for the open position
or vacancy. Those that meet the minimurm requirements shall be considered by the
promotion board. Failure to meet these prerequisites will preclude further consideration
for promotion. ’

Those smployees selected for consideration will be notified by the Project Manager and
scheduled for examination(s) and an appearance before the promotion board.

The members of the promotion board shall be determined by the site Project
Manager/DA. : ,

4.9.1 The promotion board will consist of a minimum of three members,
4.92 The promotion board shall consist of at least the following:

v = Assistant Project Manager or Operations Supervisor (if the positions exist at
the site) :

» « Security Shift Supervisors/DA

+ = Training Coordinator (lead trainer) or other supervisors designated by the
Project Managet/DA '

The promofion process consists of several stages. The required stages are as follows:

Written Examination

Promotion Board Oral Questions and Iinterview

Review of performance appraisals, attendance, achievements and discipiinary actions
Review of educational background ‘
Board Interaction and review

- B M R =

This document is proprietary fo The Wackenhut Corporation
Page3of §
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POLICY MANUAL @%ﬁ;
WPO0-1311 (RSS) REGULATED SECURITY SOLUTIONS Wackenhut
FORMERLY PROMOTION EFFECTIVE | REVISION
WS 111 POLICY AND PROCEDURE | November 02, 2007 3
- 441 Written Examination - The Project Managet/DA or promotion board shall administer a

written examination to applicants baing considered for promotion. The same examination
will be administered to all applicants, The Project Manager/DA shall be responsible for
assigning other supervisors the responsibility of developing the writien examination. ltis
recommended that supervisors with expertise in the specific area being tested should

“develop the questions.

« 412

o 413
v 414

~ g 15

416

417

Promotion Board Oral Questions and Interview — Each applicant for promotion will be
required to appear bafore the promotion board for an oral question and answer session.
The same oral questions will be administered fo ali applicants. The Project Managet/DA
shall be responsible for assigning other supervisors the responsibility of developing the
relevant questions to be posed to the applicants for promotion,

Review of Performance Appraisals, attendance, achievements and disciplinary
actions — The promotion board members shall review personnel file documents for each
appilicant for promotion;

Review of Educational Background — The promation board shall review the
educational background of each applicart for promation. Education achieverents should
be considered only if they are related to the job requirements.

Board Interaction and Review — The decision of the board Is not-based solely on the
points earned in 4.9 through 4.12 above, The points sefve as a good starting point to
select the finalist. Alsa taken into consideration will be the individual's technical and
leadership skills, performance record and overall qualifications, From this complled
information, the board will then select the best-qualified individuai(s) for promotion.

After the promation board hes made lts final selection, the board will notify the Project
Manager/DA and submit the promotion recommendation to the Project Manager/DA for
conocurrence. .

Notification Process ~ The Project Manager retains final approval on all site promotions.
After concurrence by the Project Manager/DA, the employee selected for promotion will
be notified by the Project Manager/DA. Following this notification, the employees not
selected will be nofified by the Project Manager/DA and be given the opportunity to
receive a one-on-one briefing giving them a chance to ask questions about thelr
performance. They will also receive a construciive verbal report on areas for
improvement.

5.0 RECORDS

This document is proprietary fo The Wackenhut Corporation
pPaged of 5
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' POLICY MANUAL
WPO-1311. (RSS) REGULATED SECURITY SOLUTIONS

T gs

Wackenhut

FORMERLY
WNS 111

PROMOTION

POLICY AND PROCEDURE

EFFECTIVE REVISION
November 02, 2007 3

51 The Project Managet/DA shall ensure th
are retained indefinitely. At a minimum,

NONE

A copy of the original job posting.

Resumes or jetters of interest.

The original test and answer sheefs

Promotion,Board score and tabulation sheets

6.0 FORMS

at the documents used in the selection process
the foliowing documents will be retained.

This dacument is propristary to The Wackenhut Corporation

Page 5 of 5
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3 Woackenhut

T T S e e O A R R S S S O R R TS RS

@NEQQQNEF@RMWN

Observatlons and iog thOSe obsewa’mons once aweek as well as complete

required amount of drills per month. - .

| Reévicw: ZEEOT 11 Espinoza current performance
does fall Wlthm VVNS ob;ectxves Lt Espmoza had one unexcused call out for the month of May. All
benefit time has been exhausted, any further call outs will be unexouaed until a determmatton can be
made by management.

TaSk AdSigne G oneion Ona: Lt. Espinoza will prepare his Security Officers for
upcommg Trl Annua} dnl!s Lt Espinoza will ensure responders understand target sets and-
their importance to safe shut down. Lt Espinoza will conduct response drills with his Officers
to further their knowledge on tactics and deployment to defensive positions. Lt Espinoza will
issue guarterly one on ones fo his assigned Officers for the second quarter.

LI Espinoza did perform all tasks

as:sxg ned.for May

7 By signing this form, the emfployee acknowledges receipt of thls action.

Szgnature of Employee: / J— ) Date: b !Z { /O =
Printeq Name of Administer c /E/ ot Title: s —{

Signature of Administer - C % Date: C éj@

_Employer Ex. 18
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R L S RTRNEI E T A RO T RS S PR S

EP: Job Performance

¢ the months of

i |+ Jean-Baptiste has met all objectives fo

i v. 7 Lt Joan-Baptiste will conduct job performance
Observatlons and log those observatlons once a week as well as complete

required amount of drills pet month. All drills and observations Wwill be turned into the S
S‘ypewlsor ina txmely manner.

ecurity Shift

7 Lt Jean-Baptiste current

% | 1.Jean Baptiste will emphasize Security Fupdamentals
n a daily basis to help minimize Human Performance Errors.

' "[ned for the months of October and vembr

By signing this form, the employee acknowledges re¢éipt of this action.

Signature of Employee: *rgmcr}mu Q,,ﬁ %@M Date: OO0

Printed Narme of Administer (n /&/u/zhfm ' Title: o S )(

‘Signature of Administer __L »' %__ ) _ patel /70 -
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ONE on ONE FORM 2§ Wackenhut

i@%%@mﬁétmm&mamﬁ.&&{gxﬁmxximw R S P R O A S R A P B

| DA

/ ‘
£ // /f?// /0

EREGUENC'

TOPICSTOBE DISCGUSSED:
Role and Responsibilities as a WNS Supervisor

Raview.Oblectives (comment):

eVIEW:! vesitEommen
Continue vour development with learning the role and responsibiiities in the Alarm Stafion
and as a Back up Security Shift Supervisor.
B avelopnientplanCornnient): ]
Lt Concha minimum requirements for the month of December were nof completed in a fimely
manner.

RaviewCurrentRerormanceyind WRSIBBjectives):
"Lt. Concha has received a written warning for the incomplete drilis for the month of
December.

, g Durng0ngko 0 Ne:

A drill and Observation will be handed in weekly.

ERaordecdbackeconcerningioar

e N NS

Teas (nediasleiom astotesonote:

Remember the requirement for Observation has increased to 5 (Five) per month.

Signature of Employee: Date:

By Signmi%ﬂ. the employee acknowledges receipt of this action.
2 ;T . . I.le.lo

Printed Name of Administerer CHARLO“}T{EJOHNSON Title: _Security Shiff Supervisor
Lo . ) /
Signature of Administerer __ L utrsh AL Date: £ }‘// [} ///D

—
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2009
Performance Objectives & Develapmené Plan
NAME
Rating Period January 01, 2009 — December 31, 2009

I. Position

Shist Lieufenant . © " |Date Administered: 03/04/10

Il. Personal Information Locafion: Turkey Point
Performance Rating Period: 04/01/2009 — 12/3172009 Manager: Ray Perez
Name: Juan Martinez

11l. Performance Standards

Performance Standards describe a joby acceptably done. They establish the baseline or acceptable level of performance and are the
basis for establishing objectives. All employees are required to perform satisfactorily in the standards below regardless of his/her
level. If there Is an opportunity identified, there MUST be a SMART (Specific, Measurable, Appropriate, Reasonable, Timebound)
objective added to the Objectives section.

The following grading criteria will be utilized:

Rating of 1 = Does not meet expectations (The employee has failed fo part or all of the expectations as measured)

Ratingef2= Meets Expectations (The employee has completed and performed this objective well and has met the intent as
described to them during the administering of these objectives)

Rating of 3 = Exceeds Expectations (The employee has went above and beyand what the intent of the objective was and through
those actions has significantly impacted business)

V. Behavior Expectations = 25%

Focusing on the Customer
»  Projects positive and “can do” image..
»  Seeks to exceed service expectations..
« Communicates well, with courfesy and effectiveness.

Measurement: Managers Observation ]Raﬁng: 1

Results Attainment
s Achieves expected results on time. :
s  Manages conflicting demands on time by identifying and focusing on priorities.
« Readily responds to a changing work environment and to changing work priorities.

Measurement: Managers Observation fRaﬂng 1

Sefting Strategic Direction
s Communicates a vision for the future and determinés strategies to accomplish it.
= Keeps elements of the strategy consistent, practical, achievable and complimentary.

o Seeks to deploy strategies that will generate short-term gain and long-term success for all stakeho Iders.
Measurement: Managers Chservation IRatmg 1 .

Communication
= Listens effectively and responds appropriately.
s Shares information with others in a timely, clear, and professxona! manner.
o Writes and speaks effectively.
»  Uses positive, non-threatening communication style.

Measurement: Managers Observation ]Rating: 1

Demonstrates and Drives G4S Values

Customer Focus — Have close, apen relaticnships with our customers that generate trust and work in partnership for the
mutual benefit of our arganizafions.

Expertise — Develop and demonstrate our expertise through our innovative and leading edge approach to creating and
delivering the right solution. ’
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Perfarmance - Challenge yourself and your employees to improve performance year-on-year and to create long-term
sustainability.

Best People — always take care to employ the best people, develop their competence, provide opportunity and inspire
them to live our values.

Integrity — Always be trustedfo do the right thing.

Collaboration & Teamwork - Collaborate with other G435 entities for the benefit of_G4S as a whole.

Measurement: Managers Observation ]Raﬁng: 1

Overall Rating for this Section: 1

Comments: Lt Martinez does not seek o exceed expectations. Rarely achieves expected results on time, does not communicate a

vision for the future and does not develop a strategy fo accomplish it. Also does not listen effectively.
V. Additional Standards =50% -

1. Objective: Promote TEAMWORK
Status: On-going
Begins: January 01, 2009
Ends: Decernber 31, 2008
Specific Objectives:
3 Maintains a cooperative, productive, teamwork environment.
e Do what you say you are going to do.
° TRUST BUT VALIDATE.
s Demonsirate and reinforce high standards during shift briefs, meetings stc.
a Develops employees through job goaching/mentoring and performance feedback.
o Encourages participation in use of Security Fundamentals and HU Tools to support event-free performance.
3 Encourage/reinforce a cuiture that invites open/honest feedback. Act positively on the feedback.

° Embrace.and support “best practices” processes, communicates and enforce these principles.
s Acknowledge and accept ownership of a problem until it is resolved. .
® Effectively utilize Lessons Learned and share experiences within the organization.
@ Celebrate and provide positive recognition when warranted,
® Effectively promote use of Corrective Action Program.
o Actively be engaged in shift activities. Know what is going on with your shifts.
o Be consistent in the application of WNS procedures. ' .
° Effectively communicate expectations and provide adequate oversight to ensure projects are completed as expected.
s Ensure completion of minimum four (4) observations monthly (one (1) per week).
° Actively engage work force to present ideas for cost improvement opporiunities.
° Promote professionalism '
° Sets the example in professionalism, appearance and attendance.
° Builds an atmosphere of mutual trust, respect, cooperation and integrity.
o Cultivates commitment and engagement of the team to achieve organizafional goals and assignmentst
a Proactively addresses any influence that impact the team's performance.
° Complete a minimum of five (5) shift furnover briefings mentored by the SS8S,
e Understand and learn to initiate CR's and W/O.
s Promote WNS action plan to improve site performance.,
1. Improve Safety culture
2. Improve attendance
3. Improve Leadership
4. Improve recognition & rewards

Rating: 1

2. Objective: Labor Relations
Status: On-going
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Begins: January 01, 2008
Ends: Decermber 31, 2008
Specific Objectives: .
o Knows/understands/recognizes and abides by the confines of the jocal Collective Bargaining Agreement fo prevent violations.
o Maintains positive working refationship with and observes the rights of the Client and all employees.
° Appropriately address all official concerns and complaints forwarded by employees through proper processes (Examples
Intimidation, Harassmment, Compliance violations, Safe-2-Say allegations etc.
o Fair and objective toward employees in making decisions and assignments, and Issuing discipline.

Rating: 2

3. Objective: Provide Customer Service
Status: On-going
Begins: January 01, 2009 .

‘Ends: December 31, 2009 .

Specific Objectives:
-  Provides timely, thorough, accurate and effective updates to SSS pertaining to shift status. Provides proactive solutions to

problems. : C

« Maintains a positive working relationship with all tearn members and client personhel through cooperative effort.
» Follows through on promised actions and manages the Security Team performance to meet management expectations.
»  Provide cost saving recommendations/initiatives that would add value to the organization.
o Organizes work effectively and uses available resources.
s  Ensures confingency plans are in place fo overcome issues or events that may be a bamier to achieving goals.
o Meets timelines and commitments.
» Validates applicability of current policy / procedures prior to use.

Rating: 1

4. Objective: Accountability
Status: On-going
Begins: January 01, 2009
Ends: December 31, 2008

Specific Objectives:
a Model the organizational values.
e Not contribute fo any loggable event(s) as a result of failure to providefensure adequate PJB for any Infrequent or First time |-
evolution. ' ’ ' .
° Hold employees accountable to organization, department and team processes, methodology (e.g- Security

Fundamentals, SCWE, Safety, HU)

Rating: 2

Overall Rating for this Section: 2

Comments: Lt. Martinez does not acknowledge and accept ownership of a problem until it is resolved.

Specific Objectives 25%

Objective #1  No aftendance issues that result in discipline application of the WNS Aftendance Control Policy.
Stafus: On-Going Begins: January 01, 2009 Ends: - December 31, 2009
Specific Objective:  NA ~ .

Rafing: 1
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Objective #2 Successful completion of monthly objectives.
Status: On-Going Begins:  January 01, 2009 Ends: December 31, 2009
Specific Objective: Complete 1 observation per week and document on appropriate form a fotal of 4 per month.

Rating: 1

Objective #3 Complete quarterly One - on —~ Cne with respective Officers.
Status: On-Going Begins:  January 01, 2009 Ends: December 31, 2009
Specific.Objective: N/A . : - .

Rating: 2

Objective # 4 Complete reguired drill expectations. Four (4) per month. Limited Scope/Table Top/Response/Performance

Status: -On-Going Begins: January 01, 2009 Ends: December 31, 2009
Specific Objective: Contact SSS if assistance is needed to complete task.

Rating: 1

Overall Ohjective Rating for Grading Feriod: 1

Comments: At fimes did not complete required observations or drills for the month.

Received & Acknowledged:
The time and date stamp and typed in signature block (or signed) below indicates that I have seen these objectives and have
reviewed them with my manager. e

Date: |{\ e 1O Time: | (30® Signature: @
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U.$ Wackenhut

Safety Conscious Work Environment (SCWE) and Employee Satisfaction Process
(for Regulated Security Solutions Division)

POLICY MANUAL
WPO-1318 (RSS)

Effective Date: 06/01/09 Related Policies and Forms: WPO-1313a (RSS)
Supersedes: WPO-1318 (WNS) Safety Conscious | Safe-2-Say Program Posters, WPO-1313 (RSS)
Work Environment (SCWE) Policy and Procedure Open Door and Safe-2-Say Program

TR

The purpose of this procedure is to identify and state the Regulated Security Solutions (RSS) formal
policy concerning the cultivation of, and continued support of, a Safety Conscious Work Environment
(SCWE), Individual employee responsibilities, and the monitoring of site work cultures that affect SCWE.

Additionally, this procedure defines and promotes a strong corporate commitment to monitoring employee
satisfaction in regards to their work environments and to identifying and developing improvements based
upon employee input.

o=

Organizational Culture — Those personal attributes collectively exhibited by the work force that reflect
their personal values, work ethics, interactions and deportment while on-the-job.

Safety Culture — An organization's values and behaviors — modeled by its leaders and internalized by its
members — that serve to make nuclear safety the overriding priority.

Safety Conscious Work Environment (SCWE) — A work environment where all members of the
organization are free to raise concerns without retaliation. It is one element of a streng nuclear safety
culture.

The following principals are embraced by Regulated Security Solutions (RSS) and support a continued
strong nuclear safety culture:

L]
L)
L]
®
[
@
-]
L]

To support of the principals of a strong Nuclear Safety Culture, it is expected that all RSS employees will
exhibit specific attributes and behaviors that will ensure all concerns and issues are brought forward and
appropriately addressed.

Everyone is personally responsible for Nuclear Safety.
Leaders demonstrate commitment fo Safety.

Trust permeates the organization.

Decision-making reflects Safety first.

Nuclear technology is recognized as special and unique.
A questioning attitude is cultivated.

Organizational leaming is embraced,

Nuclear Safety undergoes constant examination.

RSS corporate will provide the support, guidance and direction to ensure that a strong Nuclear Safety
Culture exits within our site security organizations.

RSS corporate and site personnel will support all client initiatives to ensure that a strong Nuclear Safety
Culture exists and is promoted throughout the security organization

WPO0-1318 (RSS) (06/01/09) Page 1 of 11
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The President, RSS, has the overall responsibility for implementation and maintenance of this policy.

The RSS Vice President, Nuclear Operations, has the overall responsibility for the administration of this
policy.

The RSS Directors, Nuclear Operations have the responsibility for managing and ensuring that their
assigned sites meet the expectations that are detailed within appropriate sections of this policy.

The RSS Project Managers are responsible for managing appropriate sections of this policy at their
assigned location.

The RSS Shift Supervision is responsible to maintain open communication with the security personnel
under their command and receive and address concerns and issues enthusiastically and work to promptly
resolve them.

The RSS Director of Quality Assurance/SCWE is responsible to conduct periodic evaluations of the
security force populations to measure understanding of, and compliance to, all RSS SCWE initiatives.

« Site assigned RSS Managers, Process Improvement, report directly to The RSS Director of

Quality Assurance/SCWE, in regards to all SCWE and Employee Satisfaction issues and
processes.

The RSS Director of Training and Compliance is responsible for the management and update of the
division SCWE training program, and the scheduling and conduct of that training.

All RSS employees are responsible for maintaining a questioning attitude and promptiy notifying RSS
Management of all concerns and issues that relate to Nuclear Safety. They are also responsible to be
cate their concerns/issues in regards to job satisfaction.

truthful and accurate in all matters that communi

All RSS managers, from President, RSS through site supervisors, shall exhibit the following work place
hehaviors:

= Daily execute the expectations of the division “Open-Door” policy and adhere to the basic
management principle of being available to the employees when in the field.

Be aware of an employee’s reluctance to raise safety concerns.

Be aware that persons who bring issues forward are engaged in “Protected Activity”.

Be aware of an employee’s quality of work life concerns.

Be aware that persons who bring quality of work life issues forward be treated with respect.
Understand the impact of negative quality of work life activities on RSS employees.

Understand the impact of an adverse action against a person engaged in protected activity.
Understand the importance of protecting the identity of persons who bring nuclear safety issues
forward. _

Have good listening skills; seek input and express appreciation of empioyees who raise concerns.
End each subordinate contact with: "Do you have any concerns or issues that you would like to
bring to my attention at this time? You understand that you can bring any concern or issue o me
at any time, and that is my responsibility and desire to get back to you within a reasonable fime. "

e Sign and execute each aspect of the RSS “Leadership Pledge” and “Management Challenge”

¢ & & & ® @ @

e @

All RSS employees shall exhibit the following work place behaviors:
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e Take individual responsibility for reporting concerns. :

s Clearly communicate the concern and confirm that the person who receives the concern
understands it.

e Be willing to suggest resolutions to concerns and participate in their resolution.

e Follow-up on the concern to ensure that it was adequately addressed.

e Show respect for other employees who identify concerns

-]

Participate in all activities in which surveys are provided to measure SCWE and Employee
Satisfaction. :

All RSS employees are expected to complete —ata minimum - the divisional SCWE fraining program.

All RSS Site staff and Supervisors and are expected to complete the SCWE for Leaders training program.
This includes reading the required booklets, and reviewing the associated Power Point presentation. At
the end of the training, each individual will be required to take a written exam and attain no less than 80%
on that exami: Failure to attain an 80% score will require a single re-test within 3 working days. it is
expected that personnel who require a re-test will use the 3-day period to study the materials. if the
individual fails to achieve an 80% score on the second attempt, that individual will require a counseling
session with his/her direct supervisor regarding whether or not the individual will remain in a supervisory
position. If the counseling session determines that the individual will be retained within that rank, the
Division President must be contacted for authorization to do so.

The results of all SCWE training — exams — will be réviewed by Headquarters staff and copies maintained
within individual personnel files. A

It is expected that all Project Managers will ensure that all RSS personnel at their site have completed
required SCWE training and it is expected that all Project Managers continue to monitor SCWE training
requirements through the Director for Training and Compliance.

Monitoring the effectiveness of this policy will be a continuous process. There will be processes in place
for individual officers to provide their input and responses into a RSS SCWE and Employee Satisfaction
score card form that will require answers through a normal curve distribution.

The RSS Director of Quality Assurance/SCWE will conduct score card surveys of no less than ten [10]
and no more than twenty five [25] security officers randomly selected from each of the nuclear facilities
active payroll rosters. The score card will be composed of no less than five (5) and no more than ten (10)
questions [Example attached]. The questions will include those that effectively measure SCWE
Knowledge, Safety Culture and/or Job Satisfaction levels. The process of distributing and collecting the
score card results will be as follows:

1. The RSS Director of Quality Assurance/SCWE A will randomly select a specified num ber of
employee names from each of the nuclear site rosters.

2 The Director will email to the Project Manager of each site, the names of officers selected for the
score card.

3. Attached to the email will be a score card form for each officer to complete — during work hours -
which will require answers to be checked off by the employee through a normal curve distribution.
The score card form will also have instructions on the expectations for its return to RSS.

4. The Project Manager or designee will be instructed to print-out the score card form and provide
the score card form, along with a plain unmarked envelope, fo the selected officers. The officers
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should complete the score card during work hours, place the completed score card in the
unmarked envelope, seal the envelope and return it to the Project Manager or a designee.

a) The site RSS Manager, Process improvement is considered the site contact and
designee for all matters concerning the survey process. That individual will assist the
project manager in expediting the distribution and collection of the surveys

5. The completed score card forms, and the envelopes in which the forms are sealed- are not to
have any names attached, which would associate the employee with the forms. The sealed
envelopes will be placed in a larger envelope by the Project Manager or designee, and mailed to
the RSS corporate address specified within the email message.

1. Upon receipt of the completed score cards from each nuclear site, the RSS Director of Quality
Assurance/SCWE or designee will enter the results of the score cards into specific, divisional
designated formats that will track the responses monthly. These may include an Excel specific
spreadsheet, and “Keystone" SCWE data base.

2 Final SCWE and Employee Satisfaction results are graded on the “Ideal Facility” color coded
process. Management actions will be based upon those levels:

a) Green — Process is operating at 85% to 100%. No management action required.

b) White — Process is operating at 70% to 84%. Management action required for this stage
is at the Project Manager level.

e  Project Management is required to interface with shift officers, review any negative
text responses, and provide cotrses of action to address negative responses and
improve trends.

s Project Management shall document those actions and report them to his/her RSS
Director of Operations,

¢) Yellow — Process is operating at 69% to 55%. Management action required for this stage
includes RSS Operations Director and RSS Vice President Interface.

s Project Management is required to interface with all hands during shift briefings,
review any negative text responses, and provide courses of action to address
negative responses and improve trends.

s  Project Management shall document those actions and report them to his/fher RSS
Director of Operations,

e The Director of Operations shall require that the Project Manager conduct an
extended survey format focusing on the negative text responses and associated
statemnent that show a high level of selections from “Neutral’ to “Strongly Disagree”.

o The RSS Director of Quality Assurance/SCWE and or designee, will provide to the
PM and the Director the extended survey format, and will receive the results of that
survey.

o The results of the extended survey will be communicated to the RSS Operations
Director and the RSS Vice President. The Vice President will direct that the PM

WPO-1318 (RSS) (06/01/09) ' Page 4 of 11




"Case: 15-13224  Date Filed: 10/28/2015 Page: 98 of 179

develop a corrective action plan, which shall include specific task commitments and
milestones to improve performance.

d) Blue — Process is operating at less than 55%. Management action required for this stage
includes RSS Operations Director, RSS Vice President and RSS President interface.

» Project Management is required to interface with all hands during shift briefings,
review any negative text responses, and provide courses of action to address
negative responses and improve trends.

o Project Management shall document those actions and report them to his/her RSS
Director of Operations.

o The Director of Operations shall require that the Project Manager conduct an
extended survey format focusing on the negative text responses and associated
statement that show a high level of selections from “Neutral” to “Strongly Disagree”.

o The RSS Director of Quality Assurance/SCWE and or designee, will provide to the
PM and the Director the exiended survey format, and will receive the results of that
survey.

o The results of the extended survey will be communicated to the RSS Operations
Director and the RSS Vice President. The Vice President will direct that the PM
develop a corrective action plan, which shall include specific task commitments and
milestones to improve performance.

o Failure to improve performance to at least “White levels” will result in involvement of
the RSS President to take action to correct. This may include directing the RSS
Director of Quality Assurance and SCWE, to conduct on-site evaluations, to be
followed up by appropriate management actions.

(Management Team Meeting4/16/09)

The SCWE and Employee Satisfaction data bases may be maintained within two (2) separate platforms.
The first platform is an Excel Spreadsheet which is developed to track and measure each response
form's selected distribution as well as those text responses (written) by each responding employee. The
text responses are transcribed onto the spreadsheet as closely as possible to the form on which the
responses were provided.

The second platform is within a system known as “Keystone” which is a Total Quality Management data
base platform. Input is the same as Excel, except that those responses that are input can be called up
and tracked for specific sites over specific periods. It is expected that Keystone will be the final input
platform for all SCWE and Employee Satisfaction Survey results.

Products that are currently utilized are a Spreadsheet that details each site's SCWE and Employee
Satisfaction score which is based upon the numbers of responses falling into the positive side of the
curve (Strongly Agree, Agree); a product that shows the percentage of participation versus those officers
selected; and a quarterly “Roll-up” report for all sites that show the following data points:

» Number of site employees selected versus the number responded.
Percentage “score”
Selection distribution block for all survey questions showing the total number responding for each
statement across the distribution curve. .
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o Individual site information reflecting the above data for posting and follow-up by site
management.

During each survey Roll-up evolution, each site will be provided with the survey scorecard distribution
results and the text responses received. Under no circumstances should any Project Manager view the
roll-up information as a negative; these efforts shall be reviewed as a positive tool and an opportunity to
improve.

As detailed within the “Monitoring” section, it is the RSS President's expectation that each Project
Manager will use the survey roll-up report and address the responses and comments during shift
briefings. There shall be absolutely no attempt by Project Management or staff to identify individual
employees who may have been the source of the responses and comments.

In any case in which an individual officer comes forward to management and identifies themselves as a
respondent to one of these surveys, the Project Manager shall immediately notify his/her Director of
Operations, and the RSS Director of Quality Assurance/SCWE, who will conduct an interview with the
officer to determine if there was any adverse employment actions in regards to the individual, and
reinforce the importance of confidentiality in all SCWE matters, to include Employee Satisfaction. The
Project Manager shall not identify this individual to any site level RSS employee or client personnel, but
may divulge the individual’s identity in response to any specific NRC inquiry. (DC Cook 2008)

The Project Manager shall cover the comments during shift briefings over a week’s period, such as a few
comments per briefing. The Project Manager shall discuss any responses to the comments, if applicable,
and upon completion of the follow-up, the briefing document that details the responses and corrective
actions taken or planned shall be posted for no less than 30 and no more than 60 days in a common area
where all ongoing and off going officers may view.

Additionally, it is also expected by the RSS President, that each site’s Director will address the Roll-up
responses and comments during client meetings and be so recorded within the mandatory meeting
minutes.

Each site is provided with a “Special” Survey form which is basically focused on Employee Satisfaction.
These forms have been distributed to the sites and are made available by management. Officers may use
these at any time to provide feedback to corporate management. The completed and submitted survey
forms are sent to the RSS Director of Quality Assurance/SCWE and then on to the RSS President.

Actions resulting from the execution of these forms are directed by the RSS President and may include
assignment of investigative staff, phone contact with the concerned individual (if the individual provides
that information) and conferences with site management.

During all activities resulting from the execution of these forms, the identity of any respondent will be held
in confidence if that respondent provides their identification in the response.

These surveys may be used to examine further any issties involving:

« Allegations of a Chilling Environment
o Allegations of harassment
o Allegations of intimidation
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« Allegations of retaliation
Allegations involving wrongdoing by any employee, in any position.

Contents of these surveys will be developed from specific recognized references such as Department of
the Army Pamphlet 600-69 "Unit Climate Profile” and or NEI 97-05 “Nuclear Power Plant Personnel —
Employee Concerns Program — Process Tools in a Safety Conscious Work Environment”. These surveys
are used to “drill deep” to identify and validate alleged causes.

The RSS Director of Quality Assurance/SCWE, will conduct monitoring of the results of exit interviews
through a process that will ensure that all persons exiting employ of RSS do not have any Nuclear Safety
Issues, and if they do, that appropriate measures (Safe—2~Say Inquiry / site visit) are implemented. On a
quarterly basis, The RSS Director of Quality Assurance/SCWE, will require that each site electronically
scan and transit all Exit Interviews received during each employee tenmination for that quarter.

The process will measure:

Voluntary or Involuntary Exit

Exit interview completed by employee, or management

Date of Exit

The exiting employee identified a Quality safety concern.

The exiting employee Identified a Security/Regulatory concem
The exiting employee identified other concern(s)

Eligibility for rehire

® ®# 0 ¢ & o ®

The site RSS Managers, Process Improvement, will be required to ensure that this activity is completed
as required. It is also expected that those managers wili conduct the exit interviews and take immediate
corrective action in the event exiting employees report concerns.

Negative Employee Satisfaction issues identified during this process will be logged and evaluated either
by the Project Manager or the RSS Manager, Process Improvement.

Periodically, the RSS Director of Quality Assurance/SCWE may coordinate conference calls with selected
members of each site or directly with force members assigned to a specific site, to field SCWE and
Employee Satisfaction Questions. The coordination will be conducted through each site's Director and
Project Manager. The discussions may focus on recent survey responses, and what those employees
recommend for corrective actions.

The calls will be made during normal business hours, and the contents of the call may be transcribed and
posted at the sites. The Director reserves the right to schedule, or postpone the calls based upon
measured interest exhibited by RSS employees to participate.

WPO-1312 (RSS) Exit Interview Policy
WPO-1313 (RSS) Open Door and Safe-2-Say Program and WPO-1313a (RSS) Safe-2-Say
Program Posters
RSS Lesson Plan LP-011 “Safety Conscious Work Environment’
USNRC RIS# 2005-18 “Guidance for Establishing and Maintaining a Safety Conscious Work
Environment”

» Army Pamphlet 600-69 “Unit Climate Profile”
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o NEI 97-05 “Nuclear Power Plant Personnel - Employee Concerns Program — Process Tools in a
Safety Conscious Work Environment
o Institute of Nuclear Power Operations (INPO) 2004 “Principals for a Strong Nuclear Safety

Culture”

s Winston and Strawn "Understanding SCWE — A Handbook on Safety Conscious Work
Environment”

o Conner and Winters, LLP “Safety Conscious Work Environment, The Practical Guide for Leaders,
2007/2008 Edition '

1. Scorecard Table--Example of Distribution
2. Roll-up Report—Site example — Response distribution totals
3. Example of site performance spreadsheet (SCWE and Employee Satisfaction Only)
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Attachment #1: Scorecard Table--Example of Distribution

Strongly Agree Neutral Disagree Strongly
#1 SCWE Statements Agree Disagree
1 2 3 4 5

1. Site management addresses safety issues in a timely

manner. o |ojlo g o
2.1 will report safety issues without fear of retaliation. ] 1 0 1 ]
3. Shift supervision listens to any safety issues | bring forward. ] [ 1 1 L]
4. Corrective Actions are immediate and effective in fixing ’

security equipment and addressing Safety issues. D D U D 0
5. 1 would feel free to contact the NRC if my management or n n ] | D

the site did nat address my safety concern,

Strongly Agree Neutral Disagree Strongly

#2 Employee Satisfaction Statements Agrea Disagree
1 2 3 4 5
1. 1 always have an opportunity to speak to the Project
Manager or his/her designee. D D D D [
2. Management provides me with good training and
equipment. D D O D D
3. Tenjoy the work that | do. L] ] L1 [ ]

DATE :
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Roll-up Report--Site example — Response distribution totals

TOTALS
A B 0
Strongly Agree Agree | Neutral | Disagree Strongly Disagree
SCWE STATEMENT #1 0 3 2 0 0
SCWE STATEMENT #2 0 2 2 1 0
SCWE STATEMENT #3 0 3 0 2 s}
SCWE STATEMENT #4 4 1 0 0 0
SCWE STATEMENT #5 1 4 0 0 0
TOTALS 5 13 4 3 0
OTA PLO A ACTIONQ s
EMP SAT STATEMENT #1 2 1 0 2 0
EMP SAT STATEMENT #2 4 1 0 i 4]
EMP SAT STATEMENT #3 0 2 1 2 0
TOTALS ) . 6 "4 1 4 0
L | can discuss issues with my supesvisors and management knowing that my input.will remain
SCWE STATEMENT #1 confidential,
SCWE STATEMENT #2 | report issues through the chain of command without fear of repercussions.
SCWE STATEMENT #3 Project M supports & Safety Conscious Work Envirenment
SCWE STATEMENT #4 Ourrange Instructors do not tolerate unsafe conditions or behaviors on the range
SCWE STATEMENT #5 | undersiand the difference between Nudiear Safety and Industrial Safety
EMP SAT STATEMENT #1 Shift Supsrvisors do a good job of leading the shift
EMP SAT STATEMENT #2 | am very safe and comfortable in carrying my assigned
EMP SAT STATEMENT #3 | know that | can make an honest mistake and be treated fairly

AGREE

NEUTRAL

DISAGREE

STRONGLY DISAGREE

EMRE O LR RAEISEAGTIC e

STRONGLY AGREE 8 40

AGREE 4 20

NEUTRAL 1 3

DISAGREE 4 7

STRONGLY DISAGREE i} 0
Total 15 IO

Points for each question

Paints for each question
B Y4

“74.00

WPO-1318 (RSS) (06/01/08)

ROLL-UP COMMENTS 1ST QUARTER 2009

- Shift supervisors do only what is good for themselves and do not base leadership as a team effect.
mistakes do happen but being treated fairly or equal to other fellow workers is very questionable.
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Date Filed: 10/28/2015
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Attachment #3: Example of site performance spreadsheet (SCWE and Employee Satisfaction Only)

§ §= No participation
§ = Mot sefected this quarter
3RD" 4TH ANNUAL AVERAGE
EMPLOYEE EMPLOYEE. EMPLOYEE
SCWE EMPLOYEE SCWE | SATISFACTION ~ SCWE | SATISFACTION) SCWE | SATISFACTION
LICENBEE. SIS SURVEYS% | SATISFACTION 9} SURVEYS % % SURVEYS % % %
consTEL _ [Gina
EntErGy  [Arkansas Nuclear One
ENTERGY. Grand Guif
ENTERGY __ |River Bend
ENTERGY _|Vermont Yankee
EnTERGY [Waterford 3
ENTERGY Palisades
PSEG. Salem/Hope Creek
SCESG Summer 2%
XCEL Monticello | T B e
XCEL Prairie Island 84% 7%
[STPNOC South Texas Project 83%:
[AEP Cook 84% 5%
FPL eabrook 80%
PL. St Lacie.

FPL urkey Point Bd% T5% 4% T6%
FRL Foint-Béach 1% 8136
ExeLon  {2ion % 1% 0% 7%

Averages 32% 78% SDIV/) #DAVI0E HOIVIO! *¥DIV/OL #OVI! HDIVI 82% 78%
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EMPLOYER’S EXHIBIT 20
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A Sarery Cownscious VWoRK  ENVIRONMEMT—OR

YSCWE"——IS OF CRITICAL IMPORTANCE TO THE NUCLEAR
INDUSTRY. THIS HANDBOOK OUTLINES SOME BASIC CONCEPTS
ABOUT A SCWE, DISCUSSES WHY IT IS [MPORTANT TO HAVE

ONE, AND DESCRIBES THE KEY ELEMENTS IN BUILDING ONE.




W H}‘{T L S CwWE?

By now, most employees in the commercial nuclear
industry have heard of the phrase Safety Conscious
Work Environment. Although there is no formal regu-
latory definition of a SCWE, the following definifion is

: o{’fen Used

o SCWE is an environment in which
employees fee! free fo raise issues both fo
their own management and the NRC with-
out fear of refalioiion and in which those
jssues are priortized and promptly
resolved with feedback to the employee.

" A SCWE, then, is one in which employees (or contrac-

tors) of @ licensee are willing fo speak out about poten-
tial nuclear safety issues or problems to their supervi-
sor, manager, or others in the organization, or to the
NRC if that person wishes. In a SCWE émployees will
not hesitate to roise nuclear safely issues out of féar
that they might be punished for doing se. In addition,
a SCWE is characterized by responsiveness 1o issues
when they arise.

Part of Sofety Culiure

A SCWE is part of a fucﬂi’(y"s’overdll Safety Culture.
The NRC and others in the nuclear indusiry frequently
use the term “safety culture” to medn the foliowing:

that assembly of characteristics and otfi-
tudes in organizations and individuals
which establishes that, as an overriding pri-
orify, nuclear safety issues receive the
atfention warranted by their significance.

b e et e

In broad terms, safety culture refers fo organizafional
concepts—including programs, human resources, and
human performance—that foster an environment that
recognizes the significance of and responds to safety
issues. Conservative decision making on safety mat-
fers, for example, is one atirihute that helps create a
positive safety culture. Another example is a manage-
ment bias in favor of resolving problems, rather than
an instinct fo justify the status guo in the face of poten-
fial safety issues. Instilling a model safety culture might
include programs that recognize or reward a proaciive,
“safety-first” employee focus.

Associated with Sofety Monogement

Another phrase somefimes used in conjunciion with the
concepts of SCWE and safety culture is Safety
Management. The NRC has defined the term “safefy
management” to mean: ’

thase arrangements maode by the organiza-
tion for the management of safely in order
to promote o strong safety culture and
achieve good safely performance, includ-
ing (1) improving safety performance
through planning, control, and supervision
of safety-related activities, and (2) fostering
a strong safety culiure through the develop-
ment and reinforcement of good safely atti-
tudes and behavior.

A site can use an array of fools, or crrangements, to
manage safety. For example, “planning” fools include
fraining and preveniative maintenance, while tools for
#control” include such things as organizational respon-
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sibilities and  procedure adherence. Tocls for the
#sypervision of safety-related activities” could include a
sife’s Quality Assurance funciion or Offsite Safety
Review Programs. “Good safety affitudes” might be
reflected in clear and reinforced management policies
that emphusme the safety focus of ihe organization.

T H E RATI1O *’*! AL E

Fostering o SCWE Makes Good Business Sense

Licensees have overriding short- and long-term inter-
ests in assuring that their plants (or other facilities such
as research reactors or fuel facilities) operate safely.

~ Those interests can only be achieved through the

establishment of a workplace culture that is conducive
to the raising and resolufion of issues that might
adversely impact sofety. =

In fact, the nudlear industry is frequently cited as an
example of an industry that has achieved excellence in

"fostering work environments in which employeses

have—and readily use—avenues designed to capture
and resolve safefy concerns. In its periodic inspection
reports, the NRC routinely concludes, typically based
on asking workers whether they are aware of and will
use those avenues, that plants exhibit a safisfactory
SCWE. Many people make the point that the indusiry’s

éé [lehe zmclaar industry is frequently cited as an e_\'ample of an

uulushy rhur fzas aclzzevct[ L\cellence in fosrenno wo:l.

St
menls T u-luclx emplo; s hmm——mzd read:ly !Isa—m'cmla.s

designed to eapture and resolve safet_)l conceris.

et e e e i Ay

continually improving performance in recent years is at
least in part atiributoble to work environments that
ensure thai sofety issues are freely reporied and are
appropriately dispositioned. Employees in the nuclear
industry should be proud of this reputation.

The MRC Encourages and Expecis Licensess to
Mainiain a SCWE

There is no specific regulation requiring NRC licensees
to maintain a SCWE.- However, there certainly.is a firm
expectation by the NRC that all licensees will foster
SCWEs, and the lack of @ SCWE certainly could result
in regulatory action. '

This expeciation—that employees should feel free 1o
raise nuclear safely issues to management or fo the
NRC—is expressed in a May 1996 NRC Policy
Statement, Freedom of Employees in the Nuclear
Industry fo Raise Safefy Concerns Without Fear of
Retaliation. The Policy Statement emphasizes the NRC's

expectation that licensees ond other
employers subject to NRC authority will
establish and maintain o safety-conscious
work environment in which employees feel
free fo raise concems both fo their own
management and the NRC without fear of
refaliafion. A safefy-conscious work envi-
ronment is crifical to a licensee’s ability fo
safely carry out licensed activities.

In addition, although the NRC does not directly “judge”
a facility’s SCWE via a regulation, the NRC does over-
see many different programs that are important fo fos-
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tering @ SCWE. For example, Quality Assurance
organizations and corrective acfion programs are.
examples of programs that the NRC does specifically
require and oversee. These programs are imporfant o
o SCWE because they are vital to safely problem iden-
tification and corrective action.

Furthermore, a nuclear facility’s SCWE is one of the
three “cross-cutting” elements in the NRC’s Reacior
Oversight Process (ROP). A facility’s SCWE is consid-
ered “cross-cutting” because it affects all seven of
the ROP cornerstones—physical protection, inifiafing
events, mifigating systems, barrier integrity, emergency
preparedness, occupational radiation safety, and pub-
lic radiafion safaty.

'Moreover, the NRC helps ensure that workers feel free

fo raise concerns by enforcing regulujjons that prohib-
it retalicfion against a worlker because the worker
reported a nuclear safety issve (e.g., 10 C.FR. § 50.7).

Suggestions that the NRC implement a “SCWE Rule”
have been rejected out of concern that fostering a
SCWE is not a one-size-fits-all proposifion—each facil-
ity must have the leeway to determine what progroms
and policies will best foster the desired work environ-
ment at that parficular facility. In addition, a regulaiion
would need to be enforced against objective criteria
and standards, and an “environment” is not easily
reducible to such measures.

So, while the NRC does not have (and, indeed, may
never have) a regulation specifically requiring a
SCWE, the NRC does have explicit expectafions that
licensees maintain such an environment.

S et

FOCUS

What Kind of Sofely Issues Are
We Talking Aboui?

The SCWE concept, and the NRC's inferest in fostering
SCWEs, relate specifically to the freedom of employees
jo raise nuclear sofety issues. Other ypes of safely
issues can and certainly do arise—particularly indus-
trial and nonradiological occupational safety issues.
Ideclly, all organizations are “safety conscious” with
respect fo those types of issues as well as nuclear safe-
ty issues, and accordingly will appreciate employees
who raise non-nuclear safely issues and will fake the
steps needed 1o resolve those issues. In fact, how man-
agement responds to the “small issues” that may have
“nothing to do with nuclear scfefy cerfainly may be
important in establishing employee confidence that the
“bigger issues” will be handled appropriately.

. What Ave Nuclear Sufely Issues?

There is no spedific definifion of the phrase “nuclear
safety issue.” Generally speaking, the term is interpret-
ed broadly to include issues that might be within the
NRC's jurisdiction to regulate, including:

< lssues that affect the safe maintenance and
operation of the reactor and associated safety
systems and components;

« Radiological exposure (public and eccupational)
issues; ’

"
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e Nuclear plant security issues {such as issuss con-
cerning barrier and access requirements); and

- Issues concerming appropriate safeguards controls.

Sometimes, the phrase “nuclear safety issue” is incor-
recily viewed as o narrow category of issues. An issue
may be a nuclear safety issue regardless of the avenue
by which it is raised. For example, the employee need
not raise the issue fo a sife's ombudsman in order to
make it @ nuclear safety issue. When an employee
engages a supervisor fo discuss the proper procedure
to be used in performing mainfenance on a safety-
related system, the employee can be scid fo be raising
a “nuclear safety issue.” Nor does the issue need o be
parficularly significant or novel. Furthermore, the
employee raising the issue need not announce that it is
o “nuclear safely issue” in order for it fo be so.

3
¥
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BUTLDING A SCLID SCWE

Just as there is no “SCWE Rule,” there is no universal
“recipe” for creating a healthy SCWE. Nonetheless, the
NRC’s Policy Statement and lessons learned within the
industry over the.years provide a good descripfion of
the foundation of a SCWE ot any nuclear facility. The
following elements are among the most important fo
o SCWE. ’

Proper Monagement Aftitude

A management attitude that promotes employee confi-
dence in raising and resolving concerns is a funda-

mental aspect of a SCWE. Leadership that instills the -

proper emphasis on nuclear safety in maintenance and
operations. (e.g., leadership respect for procedure
compliance and a commitment to continuous improve-
ment) is also recognized as a key aspect of a desired
“safety culture,” as defined previously. After all, an
organization’s culfure is created primarily by the peo-
ple who work there, and the people most important for
setfing the fone of the culfure are the organization’s
leaders, just as the conductor of an orchestra sets the
tempo and fone of a performance. The NRC Policy
Statement emphasizes:

it is imporfont that licensees’ management
establish on environment in which safely
issues ore promptly idenfified and effeciive-
"ly resolved and in which employees feel
free to raise concemns (emphasis added).
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While all employees must share fhe commitment fo
foster @ SCWE, the higher up in the organization an

. employes is, the more important it becomes for that

employee to demonsirate his or her commitment fo
congtructively listen fo employee concems and assure
their resolution.

Of course, while safety must never be undermined by
schedule or cost pressures, managemsnt is responsi-
ble for a host of other obligations. Competing obliga-
fions, as well as  broad perspeciive on the organiza~
fion’s needs, may lead fo management decisions on
technical, personnel, or other issues with which some
employees might disagree, perhaps even disagreeing
because the decision appears fo chart a course that is

“ not the most conservative from o safely perspeciive. In

these situations, managers can help foster a SCWE by
communicating the bases for the decisions made,
including communicating assurances that the decision
is consistent with scfety expedafions and regulatory
requirerents.

Effective Corrective Action Program

As noted earlier, the NRC's Policy Statement expects
licensees 1o assure that employees feel free to raise
safely concerns. In addition, licensees need fo respond
1o those concerns in @ way and on a schedule that is
appropriate to their safety significance and need to
provide appropriate feedbuck fo employees.

The key compc\menf of this aspect of a SCWE usually
involves an effective Corrective Action Program (CAP).

An effeciive CAP contributes substantially to a SCWE
because it provides o straightforward and accepted
mechanism for reporting and documenting an issue,
as well as a verifiable process for analysis of the issue,
recommendations for its resolution, and implemenfa-
tion of any appropriate corrective. actions.

Failing 1o resolve issues—or letting issues go unresolved
o0 long without explaining the delay in, addressing
them-—could discourage employees from continuing fo
raise them. As noted above, of course, opinions may
differ regarding the significance of issues and the best
way to resolve them. Somefimes, management may
conclude that no corrective action is warranted, but in
those sifuations the reasons should be clearly conveyed
1o the employee who reported the issue.

Note that disagreement on the significance or priority
of a safety-related issue does nof imply that the CAP is
ineffective or that the SCWE is being challenged.
Indeed, differing opinions should be the nafural result
of o SCWE, because a SCWE should be marked by

quesfioning cttitudes that lead to discussion and,:

potentially, disagresments.

Effeciive Organizotional Cemmunicafions

Effective organizational communications are another

cornerstone of a SCWE. Good communicafion should
run from fop Yo bottom, and then across depariments.
It is important for managers fo convey their support of
nuclear safety issues and protocols through verbal and
vritten communications, and through behaviors as well.

kdd
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The NRC's Policy Statement refers to another type of
communicafion that is important to a SCWE: effective
communications among various elements of the
licensee’s organizafion for openly sharing information
and analyzing the root causes of problems. The “right
hand” should know what the “left hand” has done to
address issues.

Communications on expectafions are also important to
fostering o SCWE. In particular, organizations should
clearly communicate expectations regarding responsibility
for and ownership of projects and roles, as well as
responsibilify for issues that may require corrective
action, '

Muliiple Preblem Resolution Paths

Similar to the need for an effective CAPF, a SCWE is fos-
tered by the availability of multiple pfoblem resolution
paths for employee nuclear safety issues. The NRC
Policy Statement observes:

Even in « generally good environment,
some employees moy not always be com-
fortable in raising concerns through the
normal channels. Ffrom a safely perspec-
five, no method of raising pofential safety
concerns should be discouraged.

Most nuclear companies have established clear, alter-
native paths for the resolufion of nuclear safety issues.
For example, under an Open Door Policy, employees
are invited to discuss concerns with anyone in the
organization who might be able o help resolve the issue.

Many companies also have a separate ombudsman or
Employee Concerns Program (ECP) that permits the
confidential reporting of a concern and provides
path for investigation and resolution. The availability of
a confidential problem resolution path can be very
important fo fostering a SCWE. These alternative
processes may help resolve issues in circumstances
where the CAP resolution has not satisfied the person
initiating the concern that the matter has been ade-
quately addressed and resolved.

Parsona! Afiributes

Beyond programs, policies, and procedures associcted
with o SCWE (e.g., an effective CAP), each individual who
works af @ nuclear facilily has an obligation fo develop
personal difributes that are effective in contributing to a
SCWE. All employees, for example, should strive fo
become effediive in recognizing the significance and
possible consequences of poteniial nuclear safety
issues. They should also assute that they understand
the options available for reporting an issue and leam
what organizafions are best equipped to resolve dif-
ferent types of issues.

For supervisors and managers, d key aspect of a SCWE
is developing a relationship of frust with subordinates.
Supervisors and managers can do this by being inclusive
in their discussions of safely issues where appropriate,

¢6 {EJach individual wha waeks at a nuclear facility has an obligu-

3

" tion to develop personal atiributes that ave effecthe fn, - - .

comributing to a SCWE. 93
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by “alking the talk and walking the walk,” by being

. prediciable and fair in dedling with employees, by

demonsirating a bias tfoward resolving issues rather
than merely justifying the status quo, and by being
accessible and available—including managing by walk-
ing around (MBWA)},

Beyond having an atmosphere of trust in the work-
place, all individuals must demonsirate a safety focus,
incdluding o questioning offifude when issues arise.
Complacency is never consistent with a SCWE. Another
individual cttribute that contributes to a SCWE is o
commitment to excellence in performance, such as o
mindset of “doing it right the first ime.” Finally, while
i is sometimes hard fo admit responsibility for misiakes,
all employees must be willing fo accept accountabilify

for errors or inadequate performance and should be

willing to learn from mistakes.
CHALLEMNMGES TO A SCWE

What challenges face management in creating a
SCWE?2 Among them are the following:

Lack of a Clear Nudleor Safety Focus

There are many ways lack of a clear nuclear safety
focus can manifest itself. When there is a convergence
of multiple deficiencies in the organizafion's safely
focus, it can no longer be said that a SCWE, or safety
culiure, exists. For example, the administration of a
CAP could be indicative of an inadequate nuclear
safety focus when the CAP programmatically fails 1o

identify safety-significant trends, permits safety-signifi-
cant issues 1o be downgraded without proper analysis,
or fails to ensure that appropriate corrective actions
are promptly implemented.

Other ways in which an inadequate nuclear safety
focus can mantfest ifself include: the lack of clear mes-

~ sages from management about the role of sefely; the

failure on the part of individuals within the organiza-
tion fo exhibit @ quesfioning affitude; and the lack of
other SCWE foundations as discussed above.

The Davis-Besse Example

Events involving the Davis-Besse Nuclear Power Station
provide an example of the consequences of a less-
than-adequate focus on nuclear safety. The discovery
of long unnoficed, significant corrosion of the vessel

head at Davis-Besse was later defermined by the’

licensee fo have been a result of a safefy culiure prob-
{ern. According 1o the then-Chairman of the NRC:

[The NRC] confirmed that the management
ot the Davis-Besse station failed fo ensure
that plant safety issues received appropriote
attention. Specifically, longstanding ond
recurring primary coolant leaks were not
fixed. Moreover, management failed fo rec-
ognize or address- repefifive or recuning
problems ond to ensure that corrective
actions were effective and  timely.
Engineering resources were shetched and
the sympioms, rother than the causes of
problems, were addressed in order fo mini-
mize the impact on generation. Plant opera-

143
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tions were nof conducied in @ manner which
encouraged a questioning affifude, a com-
mitment fo excellence, and the identification
and resofution of safety issues. In short, the
inspections af Davis-Besse hove revecled
that the head comosion problem was a
direct result of a degraded safefy culture.

-

Among the issues that led to the lack of an adeguate
safety focus at Davis-Besse were deficiencies in the
CAR Findings made regarding the CAP included that:
(1) -corrective action reports were not reviewed for
recurring problems; (2) problems were not properly
classified according fo their significance or were down-
graded from a root cause andlysis level fo a routine
report that did not require a root cause analysis or cor-
rective action; and (3) management did not verify that
CAP corrective adiions were being completed in a
fimely manner. *

-

Discrimination and Reialiation

A SCWE depends on assuring that employees do nof
fear that they might be punished if they report a
nuclear safety issue. Obviously, if a supervisor or other
individual takes steps to discriminate (or retaliote)
against an employee because the employee reported
a nuclear safety issue, that action is precisely the oppo-
site of the desired acfion fo encourage employees to
report issues. The employee subiect fo the retaliation
certainly might hesitate fo raise issues in the future.

Even the mere perception that an employee has been
dealt with unfairly for raising a nuclear safety issue is

something that can impact the SCWE. As well, other
workers who learn of the retaliaion might hesitate to
report issues, which can create a “chilling effect,” a con-
cept discussed in the next section.

For that reason, licensees strive to assure that no dis-
crimination against an employee occurs for raising
safety issues, and company policies uniformly prohibit
harassment, infimidation, retaliation, or discrimination
{sometimes referred fo as "HIRD") against an employ-
ee for raising an issve. Valid discrimination allegations
are relafively rare in the nuclear industry because, over
the years, organizafions have successfully fulfifled the
principle that discrimination against an employee for
raising a safety concem will not be folerated.

For its part, the NRC can take, and has taken, enforce-
ment action against licensees that, are found to have
discriminated against an employee because the
employee raised a nuclear safety issue. The primary
regulation that the NRC invokes in this type of enforce-
ment is 10 C.FR. § 50.7, which prohibits any form of
adverse job action against an employee because the
employee raised a nuclear safely issue. Adverse job
action might include both relatively minor employment
acfions, such as a counseling session, and significant
employment dedisions, such as termination. Enforcement
action may also be token against an individual man-
ager or supervisor who engages in the discriminafory
act if that individual acted with the infent fo retaliate
against an employee because the employee raised a
nudlear safety issue,
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“Chiliing Effeci™

Another challenge to the SCWE can arise if employees
are “chilled” from raising safely concerns—in other
words, if employees are reluctant fo raise nuclear sofe-
fy issues because they fear the consequences of doing
so. This is called a chilling effect.

A chilling effect could arise not only as a result of @
threat made against an employee who attempis to dis-
cuss or resolve a nuclear safety issue, but also simply
due to the treatment of the issue Hself. That is, if an
employee raises an issue that he or she believes is sig-
nificant, but the issus never receives further atftention,
the employes {or other employees) might be discouraged
from raising similarly significant issues in the future. A
chilling effect also could extend beyond a single
employee. and could impact an entige department or
larger element of an organization.

A chilling effect is inconsistent with the principles

underlying a SCWE, including, primarily, the inferest in’

assuring that issues with d pofential adverse impact on
nuclear safety dre raised so that they can be
addressed. A chilling effect is also inconsistent with the
NRC's expeciations set forth in the 1996 Policy
Statement, In some cases, a direct threat against an
employee related to the employee's raising of a
nudlear safety issue might not only be considered chill-
ing, but could also be a form of discrimination, as dis-
cussed previously. The NRC has found in some cases that
if the employee fo whom a threat is made believes his

“or her job is in jeopardy because of raising a nudear safe-
Jy issue, that can be a form of unlawful discrimination.

The term “chilling effect” is sometimes misunderstood.
It does not refer fo a situafion where an employee or
group of employees is dissafisfied with o company’s
decision. For example, a manager might implement a
new expeciation that supervisors work more closely
with their employees, including aoftending meetings
together. If an employee does not wish to have his or
her supenvisor so closely invelved and perhaps even
acts differently in meetings because the supervisor is
there, this does not mean that o chilling effect hos aris-
en, as that ferm is used in the SCWE context. The man-
ager likely has good reason for the new requirement,
such as enhancing communications between the
employee and the supervisor. As another example, a
supervisor who does not have parficularly effective
communication skills may, uninfentionally, not be ful-
filling his or her role in fostering o SCWE. But the mere
lack of effective communication skills should not be
viswed as o chilling effect on the supervisor’s subordi-
nates, as that term is intended here.

CONCLUSIOHN

As you can see, a SCWE is critically imporiant to each
facility in the nudear industry. Moreover, a SCWE is
part of a nuclear facility’s overall safely culture and
contributes significantly fo the safe operation of those
facilifies. As the indusiry confinues to mafure, we can
expect fo see the dynamic concept of SCWE evolve
along with it.

79
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As part of an arganization that embraces and is committed
to ensuring a Safety Conscious Work Environment, you as
a security professional -are expected to consistently and
continually work towards ensuring this goal I1s met at your
site. It is my expectation that all supervisory and leadership
positions are actively participating in this endeavor by
implementing the practices described within the following pages.

Our division should represent two things to everyone that
comes in contact with a Wackenhut Nuclear Services employee
— Professionalism and Integrity. It is my vision that when
people outside of Wackenhut think of our organization they
immediately think of professional, dedicated individuals that
perform better than any in the industry. To do this we need each
individual to feel comfortable bringing up any and all things
that they feel will improve the environment in which we work,

Sincerely,
&1 §
( ,&%, . m Wackenhut
Eric F. Wilson s

President — Wackenhut Nuclear Services

© Copyright 2006 by Conner & Winters, LLP.
All rights reserved.

No part of this publication may be reproduced or
transmitted in any form or by any means, electronic
or mechanical, including photocopy, recording, or any
information storage and retrieval system, without per-
mission in writing from Conner & Winters, LLP.

PR W

I S

SERES AL it

The Practical Guide for Leaders

SCWE (sqguee or ski-wee) is a vital
cultural characteristic of facilities that
produce energy using nuclear fuel or
that handle nuclear fuel or waste.

The purpose of this Guide is to explore

what a SCWE is and to describe in a
straightforward manner some of the
key ways in which workplace leaders,
especially managers and supervisors,
can help to foster a safety conscious
workplace. '
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This Guide has been prepared by the
jaw firm of Conner & Winters, LLP as
an informational tool. The Guide is
not, nor should it be considered, legal
advice or expert opinion.

Donn Meindertsma is the principal
author of this Guide. He has been ac-

1 E@? tively engaged in SCWE-related issues

arising in the energy industry for the
past 20 years. He has represented
Fortune 500 companiés in a variety of
industries in the development of poli-
cies and programs designed to foster
safety consclous workptaces. Hels a
frequent speaker on SCWE and corpo-
rate whistieblower issues and policies,
including employee concern program
development and implementation,
and is the author of several articles.

Donn is a patiner in the Washington,
D.C. office of Conner & Winters, LLP.
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SCWE — SivipLy Put

1 a hutshell, SCWE describes a workplace in which
Eall employees contribute to a priority focus on safe-
ty by speaking up about safety concerns because they
feel comfortable and valued doing so, The SCWE con-
cept has become very important in the energy field,
particularly in the nuclear energy arena. U.S. Nuclear
Regulatory Commission (NRC) and Department of En-
ergy (DOE) guidance have described a SCWE as “the
willingness of employees to identify and raise safety
concerhs without fear of retaliation.”

A SCWE does not just happen. .
Rather, as a leader of employees 5 @
(or contractors), each supervisor A SCWE
and manager contributes to the
work environment. While every-
one at a facility has an obligation = &3%36?! .
to foster a SCWE, leaders have
a particularly important role, as o
you will see in this Guide. How you deal with your fel-
jow workers — most importantly, the employees you
supervise — is a key facet of bullding a SCWE. SCWE,
in shart, is part of yourjob as a leader.

WhHy SCWE s IMPORTANT

t its core, SCWE is about the free flow of infor-

mation relating to safety. SCWE is important
because it reflects a workplace where concerns about
safety rise to the level at which they can be appropri-
ately and promptly addressed.

does not just

[

.

it

If employees or contracters do not feel comfortable
raising safety issues, or if they are not well trained in
how to do so, the potential consequence is straightfor-
ward: the issues might not be raised and reviewed, -
proper corrective actions might not be implemented,
and unaddressed safety concerns might grow into
safety problems, In this way, the wark environment
is critical to a safe and efficiently operating facility.

Every manager and supervisor is abligated to make
sure that information on safety issues flows freely
within the organization. This is true regardiess of
the type of leadership position you hold — whether

you are a contract security supervisar, an engineering

manager, or a Site Vice President.

SCWE — WHaT 1T TAKES

very leader can be successful in contributing to a

SCWE. To be successful, the manager or super-
visor must be willing to sharpen his (or her) skills In
the following areas.

ENCOURAGE ISSUES | A SCWE-focused leader un-
derstands that he cannot simply sit back and wait for
issues to evolve. Rather than have his feet propped
up on the desk, the SCWE-sensitive leader has his
feet on the floor — specifically, the “shop floor,” out
and about where employee concerns percolate. He

is accessible.

“Reing there” is important. In contrast, absentee
management may pose a challenge to the SCWE. “We
never see him” or “he doesn’t understand what we're




working with here” reflect attitudes that you do not
want your employees to develop. Asa supervisor or
manager; it is Important that you are accessible to
employees so that when a concern arises, you are
there to understand it and deal with it. Encourage
employees to raise concerns by being available when
you are needed.

What yéL_t say when you are with your employees is
also important. Developing a SCWE requires not only
listening (as discussed below); it also Involves solicit-
ing issues. A leader committed to fostering a SCWE
solicits information that may reveal concerns. He un-
derstands worker perceptions about such things as
schedule obligations, whether sufficient resources are
available to get the job done, and whether assigned
procedures will result in the safe completion of work
tasks. OF course, you will only fully understand these
types of perceptions if you seek them out. In short,
SCWE is an active concept, not a passive one.

As a final point, keep in mind that when we talk
about encouraging employees fo ralse safety issues,
we do not just mean major of “significant” issues.
Where the rubber hits the road, as they say, is how a
manager addresses day-to-day issues. Asa manager
you should encourage employees to discuss any type
of concern they may have. Even minor issues may be
precursors to more significant ones. In any event, an
employee will become comfortable discussing signifi-
cant concerns with you if you have established a good
track record of encouraging them to ralse even seem-
ingly unimportant issues. ; '

o

ListeN |  Naturally, a leader’s duties include
problem-solving. When an employee raises an is-
sue to his superior, he is probably doing so because
he wants help in resoiving the issue. To promote a
SCWE, the manager needs to ensure that through-
out the problem resolution process he is listening to
the concernad employea. This means that the leader
should strive to understand the scope of the concern
as well as the employee’s perception of the safety-
significance of the problem. .

Here are examples of instances in which leaders,
despite good intentions, scmetimes fail to meet this

-expectation:

The Hallway Answer. Sometimes a man-
ager or supervisor intends to listen but he’s
not really doing so. This can happen when the
concern is ralsed in passing, or it doesn't seem
{mportant or consequential, or he has a lot of
other things on his agenda that day. For what-
“ever reason, the manager or supervisor simply
fails to give a concern the attention it deserves.
A solution: set aside time dedicated to listening
— schedule a meeting to talk the issue through.
Avoid “answers in the hallway.”

The Rapid-Fire Response. Sometimes the
leader too eagerly attempts to resolve an Is-
sue. An overly guick assessment of an employ-
ee concern and rapid decision on the resolution
can backfire. High performing managers typi-
cally do have the ability to cut through extra-
neous matters to the core issug, but anyone




can fall into the trap of not apprediating the full
extent of an employee concern, Without ade-
quate insight inte the concern, the proposed
fix may be off the mark. A solutioni: Ask the
concerned employee to put the issue in writing

~or, if appropriate, to draft a problem report as

input to the facllity’s formal problem resolution
program.

The Devil’s Advocate. Sometimes the lead-
er makes a good faith effort to discuss an em-
ployee concern but unhintentionally goes about
it in an unhelpful way. During discussion of a
concern, for example, a manager might “test”
the validity of the issue by asking guestions;
the manager may view himself as helpfully
playing the devil’s advocate, while the employ-
ee perceives that the manager is needlessly
pushing back and attempting to dissuade (or
even intimidate) him. Or, the manager might
insist that the employee produck a resolution
to the concern, from which the employee might
(wrongly) conclude that he may not raise a
concern if he does not have an answer to it. A
sofution: It's okay to ask guestions, to gather
more information from the employee, or to ask
him what steps he's taken to fix the problem,
But if you need more information from the em-
ployee, explain why. Use phrases like *Help me
understarid” or "What other information would
be helpful to us?” Make clear to the employee
that you are not attempting to discourage the
concern, but rather are trying to understand it

&

better and to gather information that will help
resolve the concern.

The “Foul Ball” Concern. Sometimes a
leader might consider an employee’s com-
ments as out-of-bounds — a discussion that
shouldn’t be in play at all. Suppose an em-
ployee during a work planning meeting says
he can’t meet an agreed upon schedule. The
manager may understandably view this as a
performance problem. He may respond by
saying something such as, “I'm not going to
listen to excuses about missing deadlines.”
While the response may be understandable,
even justified, consider the perspective of the
employee and others in the meeting: they may
view the manager's response as rejacting an
employee concern (i.e., the work can’t be dene
both correctly and on schedule), A solution:
Deal with the employee’s failure to meet the
schedule in private. If the workgroup needs
a reminder about the importance of meeting
commitments, include that topic on the agenda
for an upcoming meeting. And never begin a -
sentence with: “*I'm not going to listen to ..."

A final point on listening: listening means heing
willing to consider that your own point of view on an
issue might be inferior or just plain wrong. A SCWE-
minded leader is willing to admit mistakes or errors in
judgment and to concede that an employee’s opinion
may be cotrect, This does not mean that leaders are
expected to be indecisive. The point, rather, is that
a supervisor or manager who “digs in his heels” on




an issue primarily to prevent the appearance of being
wrong is not building a reputation for being receptive
to concerns or differing opinions.

ACT ON ISSUES [ Listening, of course, is onfy the
beginning of the matter. As a leader, it is your respon-
sibility to take action in response to a safety issue. As
a first step, you are expected o prioritize issues ac-
cording to their significance. Your organization may
have programmatic ways o address and prioritize is-
sues (discussed below).

in addition, consider developing your own method

of tracking and documenting issues you've received
or heard about (although this should not be in fieu
of formal programs you are expected to use). Use a
log or your computer to create and maintaln a list of
action Items relating to issue resolution. This system
will also help you in the next task: giving feedback.

GIVE FEEDBACK | Animportant element in foster-
ing a SCWE is making sure that empleyees who raise
safety concerns receive feedback on the resolution to
their concerns. Remember, SCWE is about the willing-
ness of employees to raise safety concerns, and we

can safely anticlpate that if concerns are raised but

£ail into a black hole, employees will be less inclined
to raise them. So, after you determine that a con-
cern has been resolved, make sure the employee who
ralsed it Is informed of the resolution.

This seems self-evident, but often is easier. said than
done. The workplace is not static and no ane has the
juxury of making sure one issue is closed out before
the next one arises. Day-to-day work activities can

_ quickly put yesterday's Issues out of mind. To help

foster a SCWE, you need to recognize the obligation
to provide feedback on the resolution of a concern

~ and to follow through by talking to the person who

raised the issue. As a rule of thumb, consider that an
issue remains “open” until the employee who raised
the issue has been informed of the resolution (and,
if required, the ap-
propriate correc-
tive actions). If
the resolution of
a concern is tak-
ing longer than
expected, give the
employee periodic
updates on where
things stand.

If an employee
is not satisfied
with the resolu-
tion you provide,
be prepared to
direct him to an-
other place where
he can discuss the
concern - further.
Employees have
a protected right
to pursue issues If
they are not satis-
fied with the first
answer they get.

",
&




Wt

WALK THE TALK I Doing what you say and lead-
ing by example are important, positive management

characteristics for several reasons.
things, these attri-

butes contribute to a

SCWE.

Among other

SCWE is about

In large measure,
SCWE is about your
ability to establish
a climate of trust
among those who
report to you. If
you say you wani
employees to raise
Issues, but then do
not act like you want them to share their concerns,
you are not building a work environment in which
employees willingly raise safety concerns. For this
reason, it is crucial that you carry out what you say Is
important — that you walk the talk. ¥

of trust ...

You will encourage the communication of concerns
when you set an example. If you have asked your

own superiors guestions about work projects or plans,

share examples with the employees who report fo
you. If you have the opportunity, telt your employees
how your concerns resulted in better project planning

_ ormore suitable corrective actions. In short, you pro-

mote a SCWE when you exhibit your own questioning
attitude. You can also build a SCWE by acknowledging
employees who have raised concerns (or even provid-
ing them with a tangible reward if your company has
such a program).

_your ability to es-
tablish a climate

o prmenii?

Tn all of your discussions, you should continuously
demonstrate that you value the SCWE concept. Be-
hind closed doors, do not suggest that an employee
is somehow a “Mroublemaker” because he is doggedly

" pursuing a concern, even if you have concluded the

concern is without merit. Refer to the employee as
a “concerned individual” rather than use terms such
as “complainer,” “whiner,” or “allegator” (f.e., some-
one who has made an allegation of an unsafe work
practice). Never refer to him as a “whistleblower.”
Also, the way you address non-safety Issues creates
a perception to others of how you may respond to
safety issues.

PROMOTE THE PROGRAMS | Your organization

- probably has a number of programs that relate to

SCWE. Your responsibility as a leader is to help make
sure those programs work well for your employees.

In addition to informal open-door policies, most or-
ganizations have formal programs designed to cap-
ture and resolve workplace Issues. Whether known
as “Work Request” programs, “Issue Resolution” pro-
grams, “Corrective Action” programs, or the like, it
is important that each supervisor and manager fully
understands how the programs work and encourages
employees to use the programs where appropriate.

An effective issue resolution program contributes
substantially to a SCWE because It provides an or-
ganized and welcome mechanism for the reporting of
safety issues. In fact, program policles typically re-
quire that certain types of concerns be documented
using the program. As a leader, you need to be fa-
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miliar with your organization’s policies and programs
s0 you can guide your employees to use them accord-
ingly.

One benefit of an Issue resolution program is that the
program assures documentation both of issues raised /

“and actions taken to resolve them. Ancther benefit is

that such programs permit trending of issues, includ-
ing by the type of issue or the department in which
the issue arose. Many organizations use data from is-
sue resolution programs to help assess the strength of
a SCWE. For example, if the number of concerns from
a particular department declines, or is notably below
the rate of other departments, senior managers may
guestion whether employees in that department are
discouraged from raising concerns. Finally, outside
regulators (such as the NRC) may perform periodic -
inspections of problem resolution programs to assess
the SCWE.

There is a caution relating to SCWE regarding cor-
rective action programs, Sometimes, the mechanics
of a program might result in an employee who raises
a concern being assigned to resolve the concern — a

. “boomerang effect.” This effect might discourage em-

ployees from raising concerns, the theory being that
employees might be reluctant to raise concerns if do-
ing so might increase their workload.

A converse problem Is also possible: an employee
might want to be closely involved in the resolution of a
concern that he has identified. If he Is not asked to be
involved, he could perceive that he is being kept “out
of the loop” so that management can “whitewash”

the matter. This may sound like the proverbial lose-
lose situation for a manager; damned if you ask the
employee to become involved, damned if you don’t.
But that’s not the case. What you need to do is find
out what the employee’s perspective is. Ask the em-
ployee who raised the concern whether he expects 2
. role in resolving it.

He does not neces-
sarlly get to have
it his way because
management  ulti-

mately decides how

best to address

a concern. Nev-

ertheless, you at

least will have dis-

cussed the employ-

-ee’s role with him
and wili likely have

averted mispercep-

tions about man-

agement’s commit-

ment to resolving

the issue.

Your organization
also may have a
program dedicated
to the intake of em-
ployee concerns, such as an Employee Concerns Pro-
gram or Ombudsman. The role of these kinds of pro-
grams varies greatly from one company to the next.
Nonetheless, if there Is a program at your facllity that

S




has been established as an alternative way for em-
ployees to report concerns, you need to promote that
avenue in addition to other reporting mechanisms.
Remind employees of the avaflability of the program
and encourage them to use it as they see fit. Your
employees may have a legal right to report safety con-
cerns to the employee concerns prograrmi, rather than
to you. That is, they may have a right to go “outside
the chain.of command” in reporting safety concerns.
1n this vein, you should also be aware that employees
have the right to speak to a government agent about
a safety concern, such as the NRC or DOE, prior to
taliking to their management about the concern. You
should never interfere with that right.

Your company may have a specific “SCWE Policy.” If
it does, make sure you are familiar with it, especial~
ly any responsibilities assigned to your job function
under the policy. The same is true for any Differing

Professional Opinion (DPO) policy that your company

might have. .

Finally, along with promoting corporate programs,
clearly set your own expectations for employees re-
garding raising CONCerns. While employees should
be encouraged to raise safety concems in any way
that will effectively result in resolution, you should
communicate and reiterate your preferences regard-
ing how employees can best communicate concerns
to you. Rernind employees that they each have an
individual responsibility to report concerns. Let them
know what kinds of information will be helpful to you,
and what kinds of questions you might ask if they
report concerns.

KNOW YOUR COMMAND CLIMATE | “Command cli-

mate” is a military term that refers to the culture that
a leader crestes In his or her unit. As a leader, it
is important that you accurately perceive the culture
you create in your work group. In other words, you
need to know your command climate.

Knowing your command climate is important be-
cause, when it comes to SCWE, perception is vital.
If an employee perceives, even mistakenly, that you
might not be receptive to safety concerns or hetpful in
resolving them, the employee could conglude that he
should not discuss an issue with you. For this reason,
it has been said that “perception is reality” as far as
SCWE is concerned.

How can you tell what kind of climate you are cre-
ating? Start by reflecting on your personality: are
you direct? loud? confrontational? impatient? Being
direct is probably a good thing; being impatient, how-

o
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ever, would not be, at least as far as fostering a SCWE
is concerned. Are you .always right? Do you always
find fault with subordinates? Do you really know the
people in your work group? Are you approachable?

Do you take time to explain things, or are you the .

type who focuses on the end point? Some employees
feel the need for their manager to “walk through the

" process” when assigning work or discussing a project.

If the work instructions you typically provide merely
cover the end game, not the process, some employees
inadvertently might recelve the message that you are
results driven and not attentive enough to the means
by which results can safely be achieved.. In addition,
you can and should ask the people who work for you
how they perceive your receptiveness to concerns.

WHY HARASSMENT AND RETALIATION
Do Nor Mesd with SCWE

A s you likely know, it is Hllegal to fetaliate against
/% an employee because the employee reported a
safety concern. However, it is not only illegal — re-
taliation can significantly undermine the work envi-

ronment. It is easy to understand that a group of

employees might become reluctant to raise concerns
if a co~worker got in trouble for doing so.

Fortunately, retaliation is not at all common. The

nuclear industry as a whole has become quite pro- -
active in encouraging employees to raise safety con-

cerns. Senior managers understand that, in the long
run, a facility is not going to operate profitably and ef-
ficiently if safety issues are not raised and addressed.

They, therefore, will not tolerate retaliation. Through
training and other kinds of reinforcement, It has be-
come second nature to most marnagers and supervi-
sors that they may not take action against an em-
ployee in reprisal for the employee’s concerns about
safety. Moreover, company policies uniformly prohibit
any form of harassment, intimidation, retaliation, or

L e g a E To ensure that employess are not retaliated
y my&i B against for raising sefety and other con~'

M ‘ tt cerns, federal and state laws and regula-
a : ers tions protect employees. Here are some

key federal provisions of which energy in-
dustry managers should be aware: ’

Section 211 of the Energy Reorganization Act: This federal
law mmakes it uniawfil for an employer in the nuclear industry,
including DOE confractors, to discriminate against an employee
" in his work conditions because the employee reported safety con-
cerns or refused to carry out an unlawful job assignment.. Em-
ployees may bring a lawsnit against the company to challenge
such discminafion. If an employee lost his job due fo rotalia-
tion, he may be able to get it back, along with other remedies.

10 CFR 50.7: This NRC regulation is similar to Section 211,
Instead of providing the employee with the opportunity to file 2

{awsuit, this regulation authorizes the NRC to conduct an inves+

tigation into an employment decision and to take enforcement
action. While the NRC has the anthority to issue penalties to both
the company and the manager(s) who engaged in discrimination,
many of these allegations today, are resolved in mediation.

10 CFR Part 708: This DOE regulation provides employees of - : .

DOE contractors with the opportuity to file a claim challeng-

ing retaliation against them for reporting safety concerns (aswell -

as concerns about fraud, mismapagement, or waste and abuse).
The DOE handles investigations and hearings in these cases. -
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discrimination (often referred to as “HIRD”) against
an employee for reporting workplace concerns. Sim-
ply put, your management will not tolerate any action
by you to retaliate against a worker because he raised
a safety concern or because he disagreed with how,
you. handled a safety conceim.

Retaliation can take many forms, It can be overt,
such as ﬁrjng an employee, or subtle, such as not rec-
ommending someone for promotion, not giving him
“plum” assignments, or being overly critical of perfor-
mance. These all may be forms of illegal retaliation,

Difficuit circumstances can arise in holding employ-
ees accountable for performance problems without
creating the impression that the employee is being
punished for raising a safety concern. The fact that an
employee raised a concern — either verbally (say, in

_discussions with you orin a meeting) or through an is-

sue resolution program — does not prevent you from
holding the employee accountable to.meet legitimate
job expectations. In such circumstancés, you as the
manager or supervisor will be called on to demonstrate
that you have a well-founded, nondiscriminatory rea-
son to implement discipline (including termination).
You can position yourself to do s0 by documenting
performance issues. (Of course, performance evalua-
tions should not criticize employees for raising safety
concerns.) And you should always be forthright about
the reasons for discipline or counseling.

In addition, make it a practice to address performance
{ssues separately — in time and space — from your ef-
forts to address safety issues raised by the employee.

This will help to prove that the employee’s raising of
a safety issue was unrelated to any disciplinary mea-
sures that his performance or behavior warranted. To
minimize the risk that discipiining an employee who
has raised safety concerns might be misperceived as
retaliation, it is always advisable to work with your
senior management, human resources, and/or legal
counsel prior to taking action,

CHiLLing EFFeECT

é’“\hilling effect Is the phrase commonly used to de-
L scribe the condition opposite of a SCWE. Sim-

_ ply put, a chilling effect exists where employees are

hesitant to raise safety concerns for fear of retalia-
tion. Your obligation as a workplace leader is to Keep
potential instances of retaliation and chilling effect on
your radar screen.

If you see something happen that might discourage
employees from raising safety concems, step in and
address it or seek assistance from senior managers.
This could be as simple as making sure that a su-
pervisor who Teports to you provides feedback to an
employee In your group who has ralsed a concern, be-
cause the failure to provide feedback has the potential
to cause a chilling effect — as in, “nothing happens, so
why bother to report it.”

As a manager, you also have an obligation to stop
workers from harassing each other for raising safety

~ concemns. Such harassment may be a form of retalia-

tion and can create a chilling effect.
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Gaueing SCWE

ccaslonally, someone may assess the strength
Qof the safety consciousness of your work group
or organization. These assessments may be internal,
such as one requested by your facllity management.
Independent reviews by a regulator or consuitant are
also commonly used to assess SCWE. Assessments
may be routine, random, or targeted to address a po-
tential problem area.

Typically, an assessment of the SCWE in your orga-
nization will focus primarily on two facets: employ-
ee understanding of ways to raise Issues and their
wlllingness to do so. For this reason, assessments
often utilize surveys and/or face-to-face interviews.
The person or group conducting the assessment wil!
want to find out, for example, whether the employee
is aware of the available options for raising concerns
and is aware of company SCWE policies and proce-
dures. Assessment interviews or sdrveys normally
ask employees the following:

» Whether there are conditions under which the em-
ployee would hesitate to raise safety issues

» Whether (if so) those conditions exist at the facility.

» Whether recent circumstances or events might have
impacted the employee’s willingness to raise con-
cerns ' : ’

» Whether the employee is aware of other employees
who may be reluctant to raise concerns or have had
negative experiences in doing so

» What avenue the employee would select to raise a
cohcern and why he would choose that avenue

» Whether the employee has raised issues in the past
and the employee's opinions on how the Issues were
handled, including whether the emiployee received
timely feedback and whether the response was ac-
ceptable to the employee. =

Employees may be directly asked whether they be-
lieve that you, as their work leader, foster a SCWE.

A regulator’s review of SCWE will most likely occur In
conjunction with an assessment of the facility’s proce-
dures for problem identification and reporting. During
this kind of assessment, the inspector may ask em-
ployees the types of questions outlined above, Formal
regulatory inspections will result in reports that can
provide helpful feedback on the perceptions of em-
ployees at the facility.

The most formal and comprehensive SCWE assess-
ments can result in objective findings, complete with
numerical values. Typically, assessment results will
attempt to demonstrate and explain trends (positive
or negative) in employee perceptions and may provide
information about your organization as It compares to
other organizations or companies. Regardless of the
results of a SCWE assessment, the information gath-
ered-can be helpful to you in guiding you to improve
your performance in this area.

SCWE — ReLaTED CONCEPTS

losely related to SCWE is a much broader con-
cept referred to as “safety culture.” Safety cul-
ture is often defined as

i




the assembly of characteristics and attitudes in
organizations and individuals which establishes
that, as an overriding priority, nuclear safety
jssues receive the attention warranted by their
significance.

In general terms, safety culture refers to the attri-
butes of the workptace organization, such as the pro-
grams and policies a company puts in place. SCWE
is a vital part of a safety culture. When you work to
foster a SCWE, you work to foster a healthy safety
culture as well.

“Safety first” is @ phrase commonly used as shorﬁ—
hand to reflect that the organization’s overriding ptl-
ority is safety, -Just as with safety culture, when you
focus oh maintaining a SCWE, you put the safety first
motto into practice.

SCWE — Review & REFLECTION

ere are some important concépts about SCWE

to keep in mind. SCWE is about the }Nillingness
of employees to ralse safety concermns without feér
of retaliation. While SCWE should be “the norm” in
every organization — le., while there should be no
reason why employees are unwilling to raise concerns
_ SCWE does not just happen. A SCWE is created
and maintained when supervisors and managers col-
lectively keep the goal of a SCWE in mind,

You occasionally may want to consider some of the
following questions and exercises:

1. Can you describe your “command climate”?

2. Talk to a subordinate about your response to a

-safety issue brought to your attention. What were his

or her perceptions of how you handled it? What does
this say about your “command climate”?

3. Can you identify a way In which, in the last
30 days or so, you proactively encouraged a direct
report to raise a safety concern? Did he do so?

4. Do you have a peer or superior you admire
for his or her ability to encourage employees to raise
issues? What specific characteristics of that person
contribute to that ability?

5. In the last 30 days or so, did you resolve
a safety concern to the satisfaction of the employee
who raised it? Could you have done an even better
job of resolving the issue? ’

There are practical ways that you can foster a SCWE
in your work group or organization. You should (1)
proactively solicit concerns; (2) take the time neces-
sary to fully understand a concern; (3) provide feed-
back on the concern by informing the employee(s)
who raised it of the resolution; (4) “walk the talk” to
demonstrate that you are a manager serious about
maintaining a SCWE; and (5) promote company pro-
grams relating to SCWE, such as issue resolution pro-
grams and alternative employee concern avenues.
As well, you should be cognizant of the climate your
leadership style creates for the raising and resolution
of concerns — your cormmand climate.

Finally, remember that SCWE skills can be continu-
ously improved. Focusing on the above concepts will
help you become a better workplace leader.
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4" Quarter 09
1 LEGROS,EMMANUEL W
2 PEREZ,NANCY
3 PEREZ,JORGE L
4 VARGAS,DAVID J
5 BOURNES,JASON M
6 | GOW.JOHN R
7 JOSEPH,KENEL
8 FELDMAN,CHARLES
9 REYES,KEVIN G
10 GONZALEZ, OMAR L
11 BROUWER,CHRISTOPHER
12 ARCGINIEGA,ALFONSO
13 MORGAN,CAROLYN
14 | PARRIS,DAVID J
15 MORROW,LATEVIA S
16 MCCLAIN,QUINCE V
17 PIERRE,HANTZ J
18 PRUETT,GREGORY T
19 JOLLIFFE,RICHARD
50 [ JUSTICE,KELVIN
21 KOONTZ,ROBERT A
22 BONNELL,STEVEN K
23 DENNISON,LILLIAN E
24 TORRES,HISCLY
25 SINGH,ALANCIA N

Employer Ex. 22
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SCWE _AND EMPLOYEE SATISFACTION SCORECARD J
EMPLOYEE SURVEY - FOURTH QUARTER 2009 Wackenhut

To the employee at: Turkey Point

You have been randomly selected to participate in this confidential survey by a Corporate Director for Regulated Security Solutions.

Prior to the end of your shift, please complete the forms by placing a check mark in the boxes that you feel most closely describes your
perceptions in regards to each statement, Please date the form in the box provided at the end of the table.

After you have completed this form, fold it over carefully, covering this side of the paper, and place this form into the envelope provided to you.
SEAL THE ENVELOPE. Then give the sealed envelope to the Project Manager or designee. The completed forms, once coliected, will be
placed into a larger envelope and forwarded to:

:e%”ﬁtﬁf Security Solutions , Please use the lined portions below to
318 Qual Drive. clarify your selections, or indicate other
Sykesville, Maryland areas that need improvement.
21784
) Strongly . Agree Neutral Disagree Strongly
#1 SCWE Statements Agree Disagree
1 2 3 4 5
1.1 can discuss issues with my supervisors and management
knowing that my input will remain confidential. D D D D D
2. | report issues through the chain of command without fear
of repercussions. D D D D D
3. RSS site management supports a Safety Conscious Work
Environment. D [l L D D
4. Our range instructors do not tolerate unsafe conditions or
behaviors on the range. [] D L] D D
5. 1 understand the difference between Nuclear Safety and
Industrial Safety. ] D [l D [

Strongly Agree Neutral Disagree Strongly
#2 Employee Satisfaction Statements Ag{ee , \ . Disasgree
1. Shift Supervisors do a good job of leading the shift. [] [] ] ] L]
2. Lvaezp\:;r;l‘ safe and comfortable in carrying my assigned [ ] ] D [
3. Iﬂ:::lsw that 1 can make an honest mistake and be treated ] ] [ ] ]
DATE :

" DO.NOT SIGN YOUR NAME TO THIS FORM, OR THE ENVELOPE PROVIDED. HOWEVER, TO ENSURE THAT ALL SURVEYS ARE
RETURNED, YOUR NAME MAY BE CHECKED OFF THAT YOU HAVE RETURNED A SURVEY ENVELOPE FOR YOUR SITE. YOUR
RESPONSES AND IDENTITY WILL REMAIN CONFIDENTIAL. .

THANK YOU FOR YOUR PARTICIPATION
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SCWE AND EMPLOYEE SATISFACTION ROLL-UP
FOR 4™ Quarter - Turkey Point SITE.

4TH QUARTER TOTALS
Strongly Agree Strongly Disagree
SCWE STATEMENT #1 7 11 5 1
SCWE STATEMENT #2 B 12 2 1
SCWE STATEMENT #3 13 11 0 0
SCWE STATEMENT #4 20 6 0 0
SCWE STATEMENT #5 14 11 0 0
TOTALS " 60 51 5 2
OTA *Ne 4 A $
EMP SAT STATEMENT #1 - 4 15 2 0
EMP SAT STATEMENT #2 20 ' 3 1 0
EMP SAT STATEMENT #3 1 11 3 4
TOTALS 25 29 (5] 4
| can discuss issues with my supervisors and management knowing that my input will remain
SCWE STATEMENT #1 confidential.
SCWE STATEMENT #2 | report issues through the chain of command without fear of repercussions.
SCWE STATEMENT #3 RSS site menagement supports a Safety Conscious Work Environment
SCWE STATEMENT #4 Our range instrustors do not folerate unsafe conditions or behaviors on the range
SCWE STATEMENT #5 | understand the difference between Nuclear Safely and Industrial Safety

EMP SAT STATEMENT #1 | Shift Supervisors do a good job of leading the shift
EMP SAT STATEMENT #2 |1 am very safe and comfortable in carrying my assigned weapons
EMP SAT STATEMENT #3 { know that | can make an honest mistake and be treated fairly

Points for each question

© 074
6
DISAGREE 5 1
STRONGLY DISAGREE 2 0
Total 135 " 80

Points for each question

STRONGLY AGREE

1.25
AGREE 29 27
NEUTRAL 16 10
DISAGREE 6 2
STRONGLY DISAGREE 4 0
Total 80 70

ROLL-UP COMMENTS 4th QUARTER 2009

- There are a lot of things preached at Turkey Point, but they are not practiced honestly, mostly by
management.
- There needs to be a mediation board.

27 responses received

These issues were reviewed at shift briefing during the week of

Signed: Date:

Project Manager
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PTN - June 2009
K. Bower .
LDM Turkey Point

AWorld of Security Solutions

Regulated Security Solutions

Employer Ex. 24
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Case: 15-13224

Purpose
Define SCWE

- Give results of Q1 SCWE mczm%
Give results of @1 Employee Satisfaction Survey
Get additional feedback from you (paper survey)
Qutcome | |
Improve communication/employee satisfaction
Explain SCWE to others |
- A renewed effort to a SCWE environment

AWorld of ﬁ@@gi{ Solutions Vb
Regulated Security Solutions
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Case: 15-13224

4 Define SCWE

> Practice open communication

3. Greater S/O involvement
4. ldentify actions that produce visible resuits

>§§,§G%m@@zz‘@mggw%m U
mmm:mmﬂmammwac:@ mo_i_osm
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Case: 15-13224

A SCWE is an environment in which employees
feel free to raise issues both fo their own
Management and the NRC without fear of
retaliation and in which those issues are prioritized
and promptly resolved with feedback to the

employee.

A World of Security Solutions
Regulated
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rds — Action

= is an mnﬁgﬁgmi in which employees
,mmmm .?mm to raise issues UQ% to their own

Management and the } > without fear of
w.m_wmrmﬁaﬁ and in which %omm issues are prioritized
and promptly resolved with feedback to the

employee.

Question: How many bold words do you count?

Activity: How to memorize “anything”

A World of Security Solutions |
Regulated Security Solutions
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SCWE score

About average w/other sites selected in Q1
25 out of 25 Wmmﬁosamim 2<m< to go!)
mmm@%m@ Rate - =100%

84%
Employee Satisfaction = 76%

Goal (both SCWE & ES) =85+%

>, World of Security Solutions | - W iy
Regulated Security Solutions
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A World of Security Solu

Ioé do you

P Gossip?

Share your
strategy!

Regulated mmmsw&s Solutions
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. Immediate termination with a mistake.
« |s this fact or fear?

« Creates high stress environment
- Makes us liable for more mistakes

= Some leaders fill needs above expectations

A World of Sec

U

rity Solutions

From SSS — we need knowledge of out-posts, etc.

Regulated Security Solutions
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Case: 15-13224

- H

Everyone will be briefed

High expectation/standards enforced

RSS Uomﬁma |

Q2 Survey results reported in Q3

Any ideas? Let your supervisor kKnow!

My personal promise to model & coach others
My number: (305) 246 — 1300 x2445

Handout: Please complete survey & drop in box

Due: By Friday, June 26

A World of Security Solutions o O
Regulated Security Solutions
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Question: What would it take to earn your top rating of “Strongly Agree” in every statement?
What needs io change? :
We want to exceed expectations and would like your input.
For each statement, write specific actions management could do to earn your “strongly agree” (highest)
rating. If you need more space to write, please use back side of survey.

Return completed survey to Karen Bower by Saturday, June 27, 2009

SCWE . Specific Actions

01 | | can discuss issues with my To earn my rating of strongly agree, | want {o see:
supervisors/management knowing that :
my input will remain confidential.

02 | I report issues through the chainof = To earn my rating of strongly agree, | want to see:
command without fear of repercussions. :

03 | Project Management supporis a safety | To earn my rating of strongly agree, | want to see:
conscious work environment.

04 | Our rahge instructors do not tolerate To earn my rating of strongly agree, | want to see:

unsafe conditions or behaviors on the
range.
05 |1 understand the difference between To earn my rating of strongly 'agfree, | want to see:

Nuclear Safety and Industrial Safety.

Employee Satisfaction Specific Actions

01 | Shift Supervisors do a good job of To earn my rating of strongly agree, | want to see:
leading the shift.

02 | 1 am very safe and comfortable carrying To earn my rating of strongly agree, 1 want o see:
my assigned weapon. ’ ‘

03 'l know | can make an honest mistake To earn my rating of strongly agree, | want to see:
and be treated fairly.
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Visiébfif!e??szpesulﬁi's :’thrvsugh Open Comm

Thank you to the enfire RSS Security Organization @ PTN for insights and inputs
from surveys, open forums, the CR process, supervision, etc.

Our Goal: Make concerns & actions visible
Our Vision: Model 645 RSS Core Values

Timeline
August 18 - September 18:

. Open Forums with ECP Rep Janie DiVentura

. SCWE Drill-Down Survey

. SCWE Q3 Survey

. @ & A Sessions with Mike Mareth

. New 5-week Training Cycle begins

. Five teams receive 30 hours "team building"

September:
. SCWE Drill-Down Survey results = 58% positive
*Goal: 85% or better on next survey

. SCWE Q3 Results (See chart)

*SCWE = 81 % positive (Down 1% from Q2)
*EmpSat = 80% positive (Up 6% from Q2)
‘October:

. ECP results posted (See chart)

. PTN “mini" Drill-Down Survey (sample size = 85)
*Supervisors interview / survey respondents
*Asks, "What would it take Yo receive posifive rating?”

November: |

. Your Words - Communication Report “The First 48"
December

. Open Forum / Parking Lot Issues & Actions

Employer Ex. 26
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fermorarmdune The Wackenhut Corporation
Turkey Point Nuclear Plant
P.O. Box 348257 :
Florida Gity, FL 33034-9257

. ' Teleph - 1-305-246-6723
Wackenhut . |

To: Security Personnel

Copy: File

From: R. Klemm, Security Systems Administrator
Date: June 16, 2008

Subject: June, 2008 Safety Meeting (0630-0700)
Attendees:

Juan Rodriguez — Admin

Robert Klemm — Admin

James Stanford — B-Team

David Vargas — C-Team -
Michael Stewart — D-Team C

Discussion:

1.

Discussed A-9 environmental enclosure and interim methods for prevention of

_ heat-related issues — .e. Control Room, 431. No time limit to use 431, but need to

stay alert — no sitting.

E-2 can use SGFP doorways to take advantage of fan room suction draft. Needs

to remember to patrol on a regular basis

Availability of ice and water during weekends and night shift. There is no ice

available much of the time. Discuss with FPL Safety -

Cleaning of the BBRES, outside and inside wsa discussed. Security Officersare  » /
still responsible for the general cleanliness inside. Don’t just leave a mess for the
cleaning crew. We need to look at a cleaning schedule for exterior windows on’

the elevated positions. :

J. Stanford wrote up notes from the FPL monthly Safety Meeting last week, and

will make sure a copy is placed in each shift's Safety binder. Discussion included

ways to stay hydrated in hot weather, and our Officer whe became overheated on

the turbine deck. ‘

Discussed the Safety Departmenis survey regarding the Load Bearing Vests. /

Ever Alert, Always Safe Employar Ex. 32
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G4S Reguiated Security Solutions, Inc.’
Turkey Point Nuclear Plant

6760 SW 344" Street

Florida Clty, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions

" To: Security Professionals A Date; 01/21/09

From: RSS Safety TEAM

Subject:

Safety Meeting Topics

The following topics were reviewed from the Jast scheduled meefing:

1.

11

12.

. The lights leading down the Mangrove Road are out cregfing:a: poten

What gloves are acceptable fo wear while conducting range activities? :
Response: Gloves that are approved by the range instructors. If wearing gloves presents a safety issue gloves
will not be utilized. Currently gloves are optional for range activities, Safety gloves provided by FPL/RSS may
NOT have the fingers cut off to be worn as & shooting glove. Shooting gloves designed for shooting acfivities are .
acceptable: '
Do shift employee& Havet
Response: Refilling;
this task as needed. NoW

y anyone. We normally have the night shift complete
have a vehicle available to them they may be able to

us Security related posts. The:vehicles still need to be
ven to placing seals on them for ac
htatives when 2 first aid or greater even CEUTs?

3 "sgonse: Security Mapag
hetks will be made ¢
smore:ey

OLIiE
Respon

visibility. i
Response: The person following up on this issue was not avaflablé for.{
will be tabled until next month’s meeting. There is no immediate risk.
action taken initiated CR 2009-7?727.

A potential safety issue was addressed in the FPL parking lot and a CR was initiated. What was the status of ifie
CR? -

Response: A mirror was -placed in the FPL parking lot at the location jdenfified as a blind spot and appears 1o
have satisfactorily resolved the issue. :

Can the Security Pro-Tec helmets be worn during shift as an option to current hard hats?

Response: The Pro-Tec helmets have been atthorized for Security drills only. They are not authorized for
routine, every day use.
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13. Having some issues getfing safety glasses and hearing protection when needed. Can we store some inventory in -
the ammory? ,
Response: We do not want to fum the armory info a store room for supplies. Each shift Capt. has the ability fo
get supplies when needed. We would prefer personnel notify the shift Capt. For replacement needs vs.
maintaining a separate storage location. If hearing protection is not available in the power block notify RP and or
inifiate CR’s as applicable.

New Topics Discussed:

1. Concems regarding the checkpoint only being staffed randomly have been brought up by plant and Security
personnel.
Response: Concerns pertaining to the checkpoint should be captured in CAP for response.

2. A panther was sighted near the MTG and FFD frailers over the weekend. Officer recommended placing wildiife
wammning signs on FPL property.

esSponse agement recommended the Officer initiate a CR with the recommendation. Superv. initfated CR

949 6/09-for the Officer. '

3. A Safety concem was brought up regarding motorcycle riders climbing over jersey barriers instead of walking
around them. . ’ :

Response: Security Management took an acfion fo submit CR requesting Safely Department evaluate and
_ determine what actions are needed fo preclude potential injury. Superv. initiated CR 2009-1523 for the Officer.
" 4. Officers tasked with searching materials at the CRF are requesting MSDS information for possible hazardous
materials.
Response: There was discussion that if a container is property sealed, there should be no issue, however
Management recognizes the Officers concem and provided direction to use good judgement. If there is potential
exposure issues STOP the search and involve Supervisor oversight and CRF personnel for resolution. The
MSDS should be available for ANY hazardous materials passing through the CRF. Personnel entering into the
search area should ask the CRF personnel if there are any hazardous materials being searched that would
require MSDS sheet review. If yes review the sheets and take them into the search area until the search is
completed. : ,

5. A concermn was brought up regarding Officers tasked with CRF search dufies, and the need for steel-foed boots.
when working near a forklift.

Response: Officers need o demonstrate good judgement and stand clear of any equipment when working in this,
or any other area of the plant. Steel foes are not required if we remain clear of the equipment when it is operafing.

6. Potential safety concern was expressed pertaining to MTG 801. The gate needs assistance by an Officer to close
properly. The assistance is an Officer prying the gate closed with a pipe. Management is aware of the process
and has determined there is minimal risk to the Officer. However, the gate does need to be fixed {o operate as
designed. The issue is the result of a limit switch being in a degraded conditior. ‘
Response: A work order (W/O) #38029458 was generated 14/03/08. The W/O was approved and is awaiting
parts. Management is atempting to get a status update from NMM. :

7. The femporary VBS gate 701’s controf switch functions are reversed. Condition has existed since controls were
replaced fast year. The control functions. There are no safety related issues since personnel are not allowed into
fhe area while the gates are being operated.

Response; Management will initiate a CR to resolve the issue.

8. Management reinforced the need for Officers to submit CR's for Safely or enhancement related issues they
identify. The normal practice is to identify the issue and Supervisors inifiate most of the CR's for the Officers.
Part of the issue is Officers do not have personal SLID numbers.

Response: Issues requiring immediate attention, need to be taken fo the SSS level immediately to be evaluated
in addition to initiating the CR. A good practice is if you are going fo initiate a GR nofify shift Supervision. of the
issue so they are aware and can provide feedback/coaching as applicable.

cC:

Doug Sodaro

Michael Mareth

Robert Klemm e
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- : G4S Regulated Security Solutions, Inc.
¢ . - Turkey Peint Nuclear Plant
: 9760 SW 344" Sirest
Florida City, Florida, 33035
Telephone; (305) 246-6723

Regulated Security Solutions

. To: Security Professionals
From; RSS Safety TEAM
Subject: February 2009 Safety Meeting Topics

The following topics were reviewed from the last scheduled meeting:

1. Follow up action with L/U on the placement of barriers to prevent personnel from crossing Mangrove Road from
one parking lot to the other at areas other than the designated crosswalk.
Response: — The contact at L/U has been unavajlable. The Safety Committee member foliowing up on this issue
will again attempt to find a solution when the individual returns.

2. The lights on the Mangrove road were repaired or replaced, but some have since failed again.
Response: Safety:T8am Répresehtative will corntact L/U to try fo assess the problem. .

3. Due to lack of functional.li trle gate Officer to “adjust” the gate position with a farge

pipe.
Respan status of replacement switch by contacting M/M and
frerent material, and this is causing; 4 3y n the

}jovided for the repair. Will conti

ey
Safety or enhancemen

£,

need to be ta'keg to the SSS level imined
addition to initiating the CR. A you are going to initiate a CR nofify, shift: Supervision of the
ssue so they are aware and can p de.feedbackicoaching as gpplicable.

C/R. (see item #4 above). ;
esponse: C/R 2009468

AR

iry,fo have a daily safety

the team Séfrety‘qu

Management.. FPL Safety will take the C/R and submi

height of the step.

5. Due to work activities on the road to Turkey Point, there are
hazard to vehicles patrolling the area. SH
Response: Securty Management preformed a walk-down of the are o] .
staged for installation that slightly protrudes into the vehicle path. Team Safety Rep was instructed to obtain a
traffic cone and place it at the location in question. Supervisor of the project was also 1o be contacted regarding
the issue. : :

8. Suggestion was made to install signs directing traffic to L/U, CRF, NEB, Units 6/7, efc. Due to closing of the
Security Checkpoint, we are experiencing more visitors and deliveries driving around not knowing where to go. n.
Response: Safety Rep making suggestion to initiate C/R. ‘

7. Existing Handicap parking may not be sufficient to handle upcoming outage needs.

‘Response: FPL has determined that the current number of Handicap spaces are in accordance with the total
number of available parking spaces. ' ' -




Case: 15-13224 Date Filed: 10/28/2015 Page: 160 of 179

8. Officers performing sear&hes at CRF may require back support belts for lifting.
Response: Officers should not be liffing anything during these searches. That is the responsibility of the CRF

personnel support the search. If we do not get that support, do not search ihe iterns until support is provided.

9. X-Ray machine bowls and bins are dirty.
Response: These iterns are our responsibility. When we find the containers needing cleaning, we need to bring

them up to the break area and clean them. It was also stated that the cafeteria had offered to run them through
their dishwasher. :

CC:

Doug Sodaro
Michael Mareth
Robert Klemm |
Bulletin Board

"
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G4S Regulated Security Solufions, Inc.
Turkey Point Nuclear Plant
9760 SW 344™ Street '
Florida City, Florida, 33035
Telephone: (305) 246-6723

an

Regulated Security Solutions

To: Security Professionals

From: RSS Safety TEAM

Subject: March 2009 Safefy Meeting Topics

The following topics were reviewed from the last scheduled meeting:

1.

It was suggested that a Team Safety representafive give a daily Safety reminder at the shift brief which would be

. approx. two minutes or less —time permitting.

Response: — As far as anyone can tell, this has not been héppening.

STOP sign at L/U wa d as being too faded to read.
Response: The sig en-eith infed -of replaced.
One of the steps atih Im yeight recommended by OSHA. The issue was discussed

with FPL Safety and |
Response: As of the i

R ks

ssue. -

3/09), the condifion still exists. An FPL Safety
0t befieve anything will be done unfll he
eate a hazard to fraffic. This condi

rep was

stggestion was ma

Sre is no longer anyone at the chéckpo
b

X-ray machine bowls and bins de
i b to the break area on th

niscaffolding: in the power block. Team Safety rep requested person
% with tape or some other soft/protective material.
Condition Report.

a threat. .
Response: Other places to take coverage were discussed:Therg are
that could be used ) ;
is there any update on repairs to A-6 door? The facility currently being used by the Officer is crowded.
Response: FPL has stated that there is no welder avallable. An RSS staff member was informed that
someone knowledgeable of the BBRE construction would be on site soon, and would be looking at the door to
see if there was anything that could be done. They may not need a welder with speciafized training, as
originally thought. .
An FPL employee expressed a safety concem about S/O Lugo standing in the roadway when check people
coming into the parking loL. , :
- Response: Lugo is using all required safety equipment, including refiective traffic vest, flashlight and flashing
strobe light on his vehicle. ;
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Concem regarding Officers posted at Equipment Hatch being in close proximity to forklifts moving equipment

7.
in and out of hatch area — do they need steel-foed boots?
Response: Officers need to remain aware of their surroundings, and remain a2 safe distance from moving
equipment. ‘
8. There was a question as to whether or not the cord providing power fo the E-9 enclosure was equipped with &
GFl. : .
Response: The power going into the shack goes through a circuit breaker panel. This negates the need for a
GFI — equipped extension cord. (Verified with Safety) -
9. Concermn regarding distribution of weight on Officers’ equipment on vests and person (gas mask, long guns,
radios, efc). .
Response: Officers may move equipment around as needed to achieve proper balance. However, all
required equipment must be carried and accessible.
10. We have two injuries so far in 2008. ,
Response: We need to remind Officers to use Sifuational Awareness and fo not put themselves in injury-fikely
situations by taking shortcuts, etc. .
CC:
Doug Sodaro
Michael Mareth
Robert Klemm

Bulletin Board
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G4 Regulated Security Solutions, inc.
Plant St. Lucie

6501 8. Ocean

Jensen Beach, FL 34957

Telephone: (772)467-7005

Regulated Security Solutions

To: Security Professionals
From: RSS Safety TEAM
Subject: May, 2009 Safety Meeting Topics

New Toplcs Discussed:

1. Near Misses —We can do better at documenting these. We need to track and ftrend and talk more about near
missed?
Response: Moats suggested con{mued tracking thru CRs, Emails, 18-80s and incorporating a delivery method.
2. SIS Traynham - Safety m dlng foot path safety
Response: Traynh
3. S/O Vanderslik - co!
videos should be resea
Response. Moats Wil T

corporated into brief second day back on shift. Safety

 pertaining to our industry) .
ider.on G.drive with Safety info efc.

itten;on Safety Concerrt,
ossible safety concern. Provid

in:fhe field reg dmg Badge lanyards.
oa safety concem by officers.

Response: longer lanyards hat
cane preparedness and Ligh
ponse: SOC Coats to handie ff

James Vandérshk ravo Team Representative
James Traynham — Charlie Team Representative
Alex Betancourt — Delta Team Representative
Michael Mareth — PTN Project Manager

Bob Beilke — Poinf Beach Project Manager

Pave Rudgers — Seabrook Project Manager
Bulletin Board
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Michael Mareth To: Juan.Rodriguez@exchange.fpl.com, Robert
Sent by: Michael Mareth Klemm/Pin/Nuclear/FpiNuc, Douglas.Sodaro@exchange.fpl.corm,
Michael.Stewart@exchange.ipl.com, Brett Burris@exchange.fpl.com

! DB/05/2009 01:52 PM _cc )
! Subject: May Safety Meeting Notes

Please review for any commonality/extent of condition and review with appropriate site personnel.

Safety Meefing Notes May.dc

Michael Mareth
Security Project Manager PTN
(305) 2466723
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G4S Regulated Security Solufions, Inc.
Turkey Point Nuclear Plant

9760 SW 344" Street

Florida City, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions

Tao: Security Professionals
From: RSS Safety TEAM
Subject: May, 2009 Safety Meeting Topics

New Topics Discussed:

1. The following concems were discussed regarding outdoor post (Sec-65):
A. Potentially being exposed o exireme elements (Lightning, Rain & Heat). N
B. Discomfort with having fo walk on grating
C. Potential trip hazards at the post location
D. Painting thaf aneteq.
" E. Airbome partictiate the resu
Responses:
A. There is a shelt

recommendation then
Two safety concems were,
A. Traverse uneven surfa
. B. Handrails on stairs on’

ndition of the roof surface and do not change

anged. Sitlalonal.awarene

potential new safety issue.

Response: A CR 2009-11
solution that eliminates the potential slip hazard condition

5. There has been a long standing issue pertaining to sanitary conditions
This was discussed again, . '

- Response: A CR 2009-13364 was initiated last month. Options are being reviewed.

6. Still need cleaning supplies at facilities in power block and BBRE's. W/
Response: Management will follow up and provide feedback.

7. Recommendafion io provide Gatorade at Response Center and Sec. 85.
Response: Cumently water is available at those locations for hydration. Management will evaluate the
recommendation and provide feedback. Gatorade or similar products replace depleted Electrolytes another
alternative for consideration s to issue Elecirol Plus tablets that can be taken with water.

8. Sanitary conditions at some posts were discussed to-inciude:”
A. Garbage bags not available at post.




10.

11,

12.
13.
14.

18.

cC:
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B. Officer’s unsanitary habits of spitting.

Response: . ;

A. Garbage bags are available and Officer's just need to ask when they need to replenish stock.

B. Officer’s that identfify a post that is unsanitary because of a co-workers unsanitary habits should not accept
the post nor refieve the Officer. This is a condition of individual accountabiiity and ownership.

A recommendation was made to remove the designated smoking area near R1/D1.

Response; Designated smoking area’s are determined by the stafion not the Security department. Feedback
wili be provided to the Officer fo consider initiating a CR with specifics why the area should be made a no
smoking area.

Communication was provided that the gas mask pouches are getfing caught on obstructions in the power
biock and wanted fo know if they can stop wearing them? ‘

Response: Officer’s will continue to wear the mask. The mask is an NRC required piece of equipment. There
are a couple of options to satisfy the regulatory requirement and FPL/RSS has elected to have the Officer's
wear the mask as part of the issued dufy equipment. Situational awareness when moving in and or out of
confined space is needed. k

The Alpha-5 door was identified as not properly latching. :

Response: A CR 2008-26220 and PWR 38009981was inftiated requesting to repair the door so it functions as
designed. ’ :

Foliage is growing over guardrails along the Mangrove Road.

Response: A CR 2009-16097 was initiated requesting Land Utilization to address the issue.

Drain cover by CCW pumps at bottom of stairs io Auxiliary Building roof is loose.

Response: A CR 2008-4629 was initiated requesting to re-secure the cover. )

East entry door to covered area at Security Range Is badly rusted and is a potential safety hazard.

Response: A CR 2008-4629 was initiated idenifying a potential safety hazard and requesting the door be
replaced.

Pasifive feedback pertaining to recently completed 2™ quarter FOF exercises. The exercises were completed
safely with ouf event. :

Doug Sodaro — FPL Safety Supervisor
Michael Mareth — PTN Project Manager
Robert Klemm — PTN Systems Coordinator

. Tim Lambert — Bravo Team Representative
James Stanford — Bravo Team Representative
John Brantiey — A Team Representative
Michael Stewart — Delta Team Representaiive
David Vargas — Alpha Team Representative
Brett Burris — PSL Project Manager
‘Bob Beilke — Point Beach Project Manager
Dave Rudgers — Seabrook Project Manager
Bulietin Board,
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G4S Regulated Security Solutions, Inc.
Turkey Point Nuciear Plant

5760 SW 344™ Street :

Florida City, Florida, 33035

Telephone: (305) 246-6723

Reguﬁated Security Solutions

To: Security Professionals
Fron: RSS Safety TEAM
Subject: June, 2009 Safety Méeting Topics

New Topics Discussed:

1. Discussed recent Security Safety/First Aid cases regarding heat related issues. ;
Response: Everyone is being reminded, on a daily basis, to stay hydrated and to advise Supervision if they
need relief. C/R 2009-18840 submitted requesting Gatorade be provided for power block and-Sec. 65.

2. The night shifts are sometimes having a difficult ime getting water coolers filled due to manning issues. The
coolers are emply. o Near oMM ght:shift comes on duty. '
Response: Base ! “the responsibility of each shift to fill their water coolers.

mpty;
. ‘Iﬁzxaé% R
3. Intake post confinligs;1o,

&

2009~

n poor condition. (C/R 20091882
shifts are adjusting rotations to i

sponse: We need to maks
are not inadvertently picked

ed regarding the overflowing 1
New road to boatrampih Uple S AlSa mead a stop sign by the dincsaur;for. Vehicle
exifing the boat ramp roX $7a130 suggested that the intersection of the Fossil, Unit 5,
Switchyard roads be made g S
sponse: C/R 2009:1879

libmitted by a Security Supe'rvisor.over the weekend for blind k
e on the same issue. Security C
-

-

cleaned on'dTegular
Response: Security staff
housekeeping.
9. Request was made fo place a copy of the Safety Meeting minliteg 0
the break room. : o B
Response: Security staff will coordinate with Security Admin fo get the fatest copy posted. We had previously
been placing them in the team notebooks. Posters or other safety related materals may be posted there as

well.
10. Posting of the Checkpoint was re-addressed: Flood lights and protection from vehicles for the Officer posted. /
Response: When the Officer is posted, the checkpeint door shall be unlocked. At night, the flood lights shall -
be turned on. At all imes a Security vehicle shall be parked with the overhead strobe lights on. The Officer
can stand behind the gate-2 mechanism for protection from vehicles.
11. Foliage is growing over guardrails along the Mangrove Road. (Identified last month but still not corrected)
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Response: A CR 2009-16097 was initiated last month, requesting Land Utilization to address the issue. C/R
~ .2009-18834 was submitted on 6/29/09 as well. S

12. Still have no new Sudecon wipes. No First Aid Kits in vehicles. e
Response: Staff checking with Jose Sofo. Wil provide feedback after follow up with him.

13. Gate o L/U locked at night. Officer must exit vehicle to open gate, and this is a crocodile area.
Response: The patrols are not supposed to be going past the L/U gate at night. If they need to refuel a
vehicle they should check the area for crocodiies before exiting the vehicle.

14. A concern was brought up about the strong smell of gunpowder in the BBRE's when firing the MILES
weapons.

- . Response: This has already been addressed: We are spending less time inside the BBRE's and opening
doors and gun ports for ventilation. ' ‘

15. Officers need to report safely issues/concems immediately instead of saving them for the monthly meetings.
C/R’s should be submiited when a problemfissue is identified, and/or the Shift Manager or Safety should be
notified on the spot. These issues should also be reported immediately to the S8S. Officers should be
reminded that the site recognizes workers for “good catches”, '

CC:
Doug Sodaro — FPL Safety Supervisor
“Michael Mareth — PTN Project Manager
*Juan Rodriguez — Security Operations Coordinator
*Robert Klemm — PTN Systems Coordinator
_Tim Lambert — Bravo Team Representative
*James Stanford — Bravo Team Representative
John Brantiey — A Team Representative
Michael Stewart — Delta Team Representative
David Vargas — Alpha Team Representative
Brett Burris — PSL Project Manager
Bob Beilke — Point Beach Project Manager
Dave Rudgers — Seabrook Project Manager
* john Gow — Delta Team Representative
*Kevin Reyes — Charfie Team §SS
*Raymel Perez - SS8 : .
Butlletin Board ‘ .

(* = meeting attendee)
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G4S Regulated Security Solutions, inc.
Turkey Point Nuclear Plant

5760 SW 344" Street

Florida City, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions

To: Security Professionals
From: RSS Safety TEAM
Subject: August, 2009 Safety Meeting Topics

Safety Events:
1. We had zero (0) events in July. August there was one (1) OSHA event. Insect bite.

Old Topics:

pvisors that a Security vehicle is needed whenever we man
ilized fo help on coming traffic recognize the check point

Ez

Response: Mosguifo repellert
If they have any proble Hin
for assistance. Repeller i

presentatives and j pae

wanted fo attend I mesting, but could not, due to operationa
invited. NRC work hour rules can/may impact attendance

tative is unable to attend they should give any concems/gp

mber to be addressed during the meeting. That way, all cori

Response: All reps an
on-shift staffing needs!

b ar has representation so ther

ARt R WAtk down. The on-shift personné]
be- potential NRC work hour related issues that we wa
completed the following day if necessary.

rer there can
own could also be

4. It was reported that there are ants in the A-10/11 shelter and Support Center. There are also roaches in the

Response Center.
Response: Land Utilization was scheduled to be freating those areas the same day as the meeting. We

need to make sure that we assist By moving furniture and/or equipment so they can spray accordingly.

5. The “Gators” are in poor condition, and we are down one, due to it being “scrapped”, causing C-2 o have to’
perform patrols on foot at fimes. )
Response: No immediate remedy. We will need to get replacements when funding is available.

. 6. [E-9 BBRE is not level, causing issues with the door not latching.




10.

11

12.

13.

14.

15,
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Response: Management is aware of the issue. The BBRE is not level causing the door fo be misaligned.
The work package for this project is sill apen and leveling the BBRE will be part of the completion work. The
Project Manager (Projects) has been off —site and the issue will be revisited when he retums.

There was discussion that the ramps on the Control Room roof are slippery and need the non-skid strips ’
replaced. .
Response; C/R 2009-24474 initiated.

The A-10/11 door is sill very difficult o open and there is no door closer.

Response: A PWR (35006577) already exists on the door closer, which has been removed. The door is out
of alignment which now makes it very difficult to open. A new PWR (39009956) and C/R (2009-24485) were
initiated. ' .

The tactical vests are causing irritation and rashes on Officers due to the heat and sweat. It was suggested
that we look at a cooler, mesh-ype vest that would be more appropriate for the PTN environment.

Response: The safely committee was tasked with looking for a suitable alternative vest. The safety
committee will then present an option(s) to FPL for consideration. :

There was discussion pertaining o an incident the previous night involving the inadvertent refease of pepper
spray. This was apparently caused by the seal being damaged when the Officer sat down in a Security
vehicle. Do we need fo consider a different pouch for the pepper spray?

Response: Regardless of the peuch type if a person applies too much pressure to a piece of equipment in
this case the pepper spray container there Is potential for damage. There is going to be some degree af
risk/damage to most equipment we carry if unintenfionally too much pressure is applied fo the weakest point.
Management will take an acfion to discuss with FPL an alfernative pouch if it provides more protection from
this type of event. Additionally there was discussion that the pouches can be worn in other locations other
than on the duty belt. Management addressed alternatives by email that was cormmunicated at shift briefing.

There was a recommendation made to have the air curtains on the NEB hallway doors be placed on at all
times during the months when mosquitoes are an issue. It was also discussed that one air curtain is out of
service. .

Response: A request was made to have the air curtains left on however I&C stated the additional air flow
creates problems for the explosive detectors. Apparently doing this creates additional dust to become
airborne and clogs the filters. At this time I&C is pushing back on leaving the air curtains on. The safety
committee will consider alternative solutions to help reduce the mesquite issue for Officers in the NEB.

The A-5 BBRE door is hard fo open again. ,

Response; Management asked if it was a safety issue that someone may get hurt opening the door. The
response was no but it needs attention before it gets more difficult to open. Thisis a potential repeat problem
with this door. C/R 2009-24480 injtiated.

Foliage is blocking view of oncoming traffic at the levy road gates on Palm Drive, making it difficult for
Officers to pull out after checking gates.

Response: Management e-mailed L/U Supervision, identifying the issue and requesting the foliage be cut
back.

It was reported the A/C in E-8 and E-9 is not cooling sufficiently. Also, A-6's A/C was not working.
Response: F. Wingate and Debonair are aware of the issues. The A-8 BBRE A/C has been resalved and is
working. The issues with E-8 and E-8 are being worked to resolve.

There was discussion about not having ice/water available for range activities.
Response: Currently Jand U has provided the Security department a key to the ice machine and we can get

fitered water there. There was discussion that the Security department may purchase a freezer and '
purchase bagged ice vs. utilizing the ice machine. The freezer would be located at the range if purchased.
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This recommendation will be evaluated for a long term solution option. The Security department was also
going to look into what it would take to provide a filtered water source at the range. This would help fo
reduce travel distance if the ice and water are’available at the range.

16. There was discussion about having the safety meeting on Thursdays going forward. There was no objection
to any particufar day. :

17. A recommendation was made fo include the site Safety video that was played at the last FPL éafet’y meefing
info the RSS fraining process. There were no objections to doing that and a request was made fo get the
‘video for review. '

CC:

Doug Sodaro — FPL Safety Supervisor
*Brent Rittmer — FPL Security Manager
*Michael Mareth — PTN Project Manager
*Juan Rodriguez — Security Operations Coordinator
*Robert Klemm — PTN Systems Coordinator
Tim Lambert — B-Team Representative
*James Stanford — B-Team Representative
John Brantley — A-Team Representative
Michae! Stewart — D-Team Representative
David'Vargas — C-Team Representative
Brett Burris — PSL Project Manager
Bob Beilke — Point Beach Project Manager
Dave Rudgers — Seabrook Project Manager
John Gow — Delta Team Representative
Leonardo Ramirez — C-Team Representative
*Kelvin Justice - D-Team Representative
Bullefin Board

(* = meeting atfendee)
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G45 Regulated Security Sclutions, Inc.
Turkey Point Nuclear Plant

8760 SW 344" Street

Florida City, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions

To: Security Professionals
From: RSS Safety TEAM

Subject: September, 2009 Safety Meeting Topics

Safety Events:

1. We've had one safety issue during September — S/O strained lower back when bending over to pick up tac
weapon in BBRE. Classified as "First Aid” at this time. ’ ‘
2

Old Topics:

1. Regarding the plan to leave the NEB air curtains running all the time during mosquito season: |&C stated
that doing this'wolldGeners iriodirt and dust that would cause problems with the explosives
. thi However, two mosquito zappers have been placed in the

\TM. Those seem to be helping

Hytrigs

detection and additional caméras Will b alled, as well

during a search. In i

as bartiers fo prevent non-sec
been placed advising personn

building locked.
Response: J. Ro
is not opened, we will ny

3 brocedure for taking 'a SEM home, if they declare themselvi
t&'a vehicle. ; ;
‘make every eff : = Ifonsite; E

£ i =

The bridg
a hazard for Sec-65.
Response: C/R 2009-27383 submitted. In response to°th)

the area and found no safety issue: *The travelling screen ramp was s sciire. It is built of scaffolding
‘and we did not find any slippery areas. Ops also said that with the foam in the area they will hose
it down from time fo time. We even walked on all areas with the foam and in water and stilf no slip
hazards”. ’

i’un”ry walked-down

5. During Limited Scope Drills, it was identified that the temporary stair on the Machine éhop roof are sloped
and uneven.

Response: Permanent stairs are supposed fo be installed under FOF mods. C/R 2008-27385 submitted. In
response to the C/R, FPL Safety and FPL Security walked-down the area and found no safety issue: “The
SAS roof stairs were also found fo have no safety significance. The last step made of wood was
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. sfightly warped but did not pose a safety hazard. There were hand rails there for the Officer as
well”.
6. Numerous street lights are out around the south Fossil parking areas, gate 703 area and the road to the
McGregor substafion.
‘Response: C/R 2009-27812 was submitted. /U notified.

Ay‘l -@a 7. The weight and bulk of various equipment we carry (gas mask, vests) is making egress and ingress of

'P \,b\,; 4 vehicles very difficuit for larger Officers. There are also many areas around the power biock where Officers
and Supervisors area unable to squeeze through with this equipment, including access to vital areas which

have scaffold or other equipment partialfy biocking: doors, etc. The hot temperatures and weight of the

equipment is taking a toll on personnel. .

Response: The safety commitiee is tasked with providing FPL management with altemative vests. Once the

alternative vest proposal has been submitted FPL can evaluate then provide feedback.

Iy A
Sa8

8. Scaffold outside door 345 9(U3 CST) blocks access for Security due fo bulkiness of vest and equipment.
Response: D. Vargas submitted C/R 2009-27244

9. Officers are having a difficult time gefing access to computer terminals to submit their own CiR's. The
workstation in the Response Center is normally locked if not in use by Supervisor, and it is not possible for
most Officers 1o get to the Break Room fo use the kiosk. They would also like to have some privacy when
submitting a C/R. , ' ’ .

Response: Under the new NAMS program, all personnel should have a SLID. That will make it easier to use
a workstation. Currently, we are not able to add more workstations due to budget issues. We wilt continue to
assist with submitfing C/R’s in any way we can.

' 10. Due fo the heat, bulkiness and weight of the vest and associated equipment, performing IMP patrols is
£ «:}E“f""ﬁ ' difficuilt for most Officers. What happened to the plan to have dedicated patrol Officers eyery shift that would
'ifﬁ‘/ . not be required to-carry a tac weapon and wear a vest? '
f;k:f Response: As previously stated, an alternative fo the current vest is being looked at, as well as the fleet

requirement. Current manning does not allow for the dedicated rover.

11. The lack of restroom facilities at the north end is sfill an issue. With the ongoing tight manning level, getting
restroom breaks is difficult and time consuming. Officers are not able o remove the tactical equipment when
using a portable toilet facility, and must find an unfocked and functioning restroom. ‘

Response: Previous C/R on this issue was closed without an action being taken. It was suggested that more
detail on this issue may help, including the suggestion to ufilize some RTE funds to help improve the quality
of Iife for Officers. (T. Lambert to submit another C/R)

* 12. Short staffing making getting refieved for code-11's difficult, causing Officers to have to “hald i’ for extended
periods of fime.
Response: Staffing is adequate. Call outs do not help in these situations. Personnel need fo contact co-
workers or Supervision in advance before there is a potential problem to allow for relieve time.

CC: ‘

Doug Sodaro — FPL Safety Supervisor

Brent Rittmer — FPL Security Manager

Michael Mareth —PTN Project Manager

*Juan Rodriguez — Security Operations Coordinator
*Robert Kiemm — PTN Systems Coordinator
*Tim Lambert — B-Team Representative

James Stanford — B-Team Representative

John Brantiey — A-Team Representative
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Michael Stewart — D-Team Representative
*David Vargas — C-Team Representative
Brett Burrs ~ PSL Project Manager

Bob Beilke — Point Beach Project Manager
Dave Rudgers — Seabrook Project Manager
John Gow — Delta Team Representative

| eonardo Ramirez — C-Team Representative
*Kelvin Justice — D-Team Representative
Janie Diventura — Site ECP

Bulletin Board

(* = meeting aftendee)

Date Filed: 10/28/2015

Page

1174 of 179
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G4S Regulated Security Solutions, fnc.
Turkey Point Nuclear Plant

9760 SW 344" Street

Florida City, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions

To: Security Professionals
From:; RSS Safety TEAM

Subject: October, 2008 Safety Meéting Topics
Safety Events:
1. None discussed
oid Tog. ics: ) ‘
1. Reviewed éeptember jssues.

New Topics Discussed:

; “There is a ladder and scaffo
around for alarm respanse.an

We need fo make sy

e

John Brantley — A-Team Representative
Michael Stewart — D-Team Representative
David Vargas — C-Team Representative .
Brett Burris — PSL Project Manager

Bob Beilke — Point Beach. Project Manager

Dave Rudgers — Seabrook Project Manager , -
John Gow — Deita Team Representative

Leonardo Ramirez — C-Team Representative

Kelvin Justice ~ D-Team Representative

*Glenda Secola — RSS Training

*J. Di Ventura - FPL Employee Concems Program

Bulletin Board

(*= meeting attendee)
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G4s Regulated Security Soluﬁons, Inc.
Turkey Point Nuclear Plant

9760 SW 344™ Street

Florida City, Florida, 330356

Telephone: (305) 246-6723

i

Regulated Security Solutions

To: Security Professionals
From: RSS Safety TEAM

- Subject: November, 2009 Safety Meeting Topics

Safety Events:

1. Officer pmched finger in door : /
2. Chair leg broke, Officer fell backward and hit head. No injury or equipment damage.

Old Topics:

1. Reviewed October issues

New Topics Discussed:

1.

“AB and A/S AC filters are no
Response: Security (on shlﬁ) shotild beclez

windows.

*“Robert Klemm N-Syste

Tim Lambert — B-Team Representative
James Stanford — B-Team Representative
*John Brantley — A-Team Representative
Michael Stewart — D-Team Representafive .

David Vargas — C-Team Representative

Breit Burris — PSL Project Manager

Bob Beilke — Point Beach Project Manager

Dave Rudgers — Seabrook Project Manager

John Gow — Delta Team Representative

| eonardo Ramirez — C-Team Representafive

Kelvin Justice — D-Team Representative ' : .
Glenda Secola — RSS Training

J. Di Ventura — FPL Employee Concemns Program
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G4S Regulated Security Solutions, Inc.
Turkey Point Nuclear Plant

9750 SW 244" Street

Florida Chty, Florida, 33035

Telephone: (305) 246-6723

Regulated Security Solutions.

To: Security Professionals
From: RSS Safety TEAM

Subject: December, 2009 Safety Meeing Topics
Safety Events.
None

Old Topics:

Reviewed November Issues with Follow-Up Actions:

ast bound drivers.

1. Temporary Light .
n removed, following end of Outage. No C/R written.

Response: Light

s with water leaving no safe pathway through area.
mistry). Drain will be left open during normal perations
235209 was submitted by J. Stanfo 171

l\\

L]

. Night shift personnel ha

e}

Response: Will continue

Support Center door has sharp edges and the windo
Response: J. Stanford submitted C/R 2008-35209

4. The phone jack/plate in A-1 is broken and the wires are exposed.
Response: J. Stanford submitted C/R 2008-35209

5. ‘The stairs o the west side of the U3 Spefit Fuel Pit are steep and can be fricky when wet.
Responsa: Personnel need to demonstrate good judgement and use hand rails when ascending or
descending stairs. The stairs have a Safety surface fo provide better foot contact already. Personnel need to
use appropriate caution there is no need to do anything further at this location.

-
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6. An Officer tripped and fell after descending stairs at A4, but sustained no injury. Should hand raif be
extended? )
Response: The main issue in this case was the Officer's failure to keep eyes on path, losing frack of where
the last step was. Remind personnel to keep focus on the stairs when ascending or descending, and io use
the hand rails.

7. FPL Safety — Should they be attending our Safety meetings?
Response: ECP representative was going fo communicate the rerquest to site Safety. Additionally thé site
Safety Professional communicated to PM he will attend safety meetings in the future or send a representative
when available based on our meefing dates and fimes. .

8. Manning issues in power block. The other day, R/O 1 was pulled for a post making it more difficult for Officers

on rotafion to get Code-11 breaks, and resulting in longer rotafion times due to Officers using the restroom
during rotation. The chance that it may be more difficult fo get relief for a Code-11 may cause some Officers
to not hydrate as much as they should and can cause additional "stress”. Are we able to ¢all in Officers when
this happens, so we're not working “short™?
Response: On the day in question, refugees had been discovered in the OCA resulting in an Officer being
utilized at the location, ancther escorting responding law enforcement agencies fo the scene and another
being posted at the Checkpoint. When the additional post opened up, the Officer we normally would use for
that was already tied up with the OCA situation, and R/O 1 was the only Officer available. When we are short
Officers, we attempt to call in additional personnel when we can, but it is sometimes difficult to get anyone to
respond. .

9. Suggestion was made to remind personnel to stay focused and keep eyes on path during the holiday period.
Response: M. Mareth will be putting out his usual reminder regarding this issue, which will be disseminated
at shift briefings. ‘

10. Is it possible to get Operating Experience (O/F) memos placed inva binder and distributed fo the power block
so Officers can read them? o ‘
Response: A binder will be provided for copies of the O/E memos, and will be placed in the Support Cenfer.

11. What is being done fo provide better restroom/sanitary facilities for the north end.
Response: FPL management is (SM) is working with site VP on this issue. Information will be provided
as it becomes avaitable. '

12. Project Manager provided a brief status update relative to the Tactical vest. Twenty-four (24) mesh Load
Bearing/Tactical vests have been ordered. They will be distributed to shift when they amive. The vests will
"be trial tested for sixty (60) days by Officers in the field. Based on feedback and if they appear fo meet all
our needs, the safety committee will recommend purchase to replace existing vests to FPL management.

CC: . .

Doug Sodaro — FPL Safety Supervisor
Brent Rittmer — FPL Security Manager
*Michael Mareth — PTN Project Manager

* Juan Rodriguez — Security Operations Coordinator
*Robert Klemm — PTN Systems Coordinator
Tim Lambert — B-Team Representative
*James Stanford — B-Team Representative
John Brantley — A-Team Representative,
Michael Stewart — D-Team Representafive
*David Vargas — C-Team Representative
Brett Burris — PSL Project Manager

Bob Beilke — Point Beach Project Manager
Dave Rudgers — Seabrook Project Manager

SN
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John Gow — Delta Team Representative

| eonardo Ramirez — C-Team Representative
Kelvin Justice — D-Team Representative

Glenda Secola — RSS Training

| Di Ventura — FPL Employee Concerns Program
Bulletin Board

(* = meeting aftendee)
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